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Foreword . N

During the sixties, the rapid expansion of post-secondary -~
occupational education required administrators and instryctors
alike to focus their attention on procuring facilities and
developing programs. However, in the seventies, with the "coming
of age" of post-secondary occupational education, increasing
attention has been directed to the need for effective staff

. development prog.ams for both full-time adnd part-time occupational

instructors. These instructors, most qof whom come directly from
business and industry, have unique skills as a- result .of their
occupational experiences. However, many of these individuals

are not prepared to teach.these skills to others. Thus, the

need exists for staff-development programs through whigh occupa-
tional instructors can acquire a variety of teaching competencies.

Competency-based staff development "(CBSD), with its focus
on the acquisition of specific teaching skills, is an especially
appropriate approach for post-secondary occupational instructors.-
CBSD offers a systematic and highly individualized strategy for
the professional development of both part-time and fulltime
instructors. Instructors ddentify the competencies they need to
acquire and, with the guidance of a resource perscn, work toward
attaining these competencies.

This guide is designed to provide direction and.assistance
for each phase of activity required in the implementation of
a competency-based staff development program for post-secondary
occupational instructors. It also provides case examples of
two exemplary CBSD post-secondary programs.
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INTRODUCTION - ’

A Perspective

The personnel who are involved in post-secondary occupa-
tional educaion are at work in a relatively new arena of the

Amer ican educational systeh. . The rapid expanpsion of occupa-

tional education &t ‘the post-secondary level Teceived its -

initial thrust with the passage of the National Defense '
ﬁaucation Act of 1958, an act which appropriatgd $15 million
for the training of "highly skilled teqhnici&ns“ in occupations
essential for the national defense. (Stropg‘and Schaefer, p. 9)
Succeeding legislative acts--including the Vocational Education
Act of 1965 and the Vocational Education Amendments of 1968--
provided additional financial rééources'for ocqupational .
education. |

Between 1958 and 1968, occupational programs in post-
secondary institutions increased rapidly—;both in number and

kind--in an effort to keep pace with the nation's growing

demand for technological and skilled manpower. During this

" period, which has been termed the "Decade of Quantity" for the

community college, community college enrollments incredsed by
271 percent. The number of these institu;ions increased by

61 percent, and the number of staff by 327 percent. (O'Banion,
1974, p. 24) The search for these staff members resulted in
the employment of persons who came from a number of sources,
including the public school. system, business, industry, and

four-year institutions. Many of these individuals--particularly
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those hired as occupational teacherSn-had not been prepared
speclflcelly for“a teaching career, and the majority of them |,
had not been prepared to teach in the community college.

While these condltlons created a need for staff development \
programs, the 1mmed1ate concerns were those of acquiring
'fac111t1es and developing programs. But as the Sixties drew
to a close, and stabilizing enrollments signaled an end to the
" decade of expan81onh there came a growing reallzatlon that the
success of the communlty college~-~the pf"ﬁary sourge of occu-
pationel education--could no longer be measured by the numbers
of its facilities and programs. Instead, the institution's ¢
success rests with the quality of its_progrems and the pro-
fassional competence of?its staff. With regard to the‘imponf
tance of personnel development in the community college,
O'Banion's statement has become a classic one: ™The quality
of education ... . depends primarily on the quality of the
staff. . . The priority of the future 1s a priority on persons;

on the needs of the people who staff the people s college.?

(1974, pe+ 25)

‘A_Rationale For Staff Development

. The current interest in the subject of staff development
for occupational personnel can be attrihcted to the following
major factors: (1) a recognition of the personnel-development
needs of occupationalhgnstructors, (2) a changing clientele,

(3) declining faculty mobility, and (4) an Jncrea81ng demand

fo# accountability.
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A Recognition of the Personnel Develqpment Needs of 0ccgggtiona1'
Instructors

1 : .
e » . v

A particularly uﬂique strength held by occupational tgachers_
is.that of their own experience in the occupation itself. These
teachers, most of whom come directly from business and indu;try;
"bring‘@itp them from their first career a wealth of expe;ience
ard-knowledge" (Van Ast, p. 6): Hdﬁever, the majority of these
individuals have not been prepafedfto teach. As a result, a
crucial need exists for staff development.programs which provide
instruction in a variéty of baéic teaching skills, such as (1)
developing course outlines, (2) formulating behavioral objéé-
tives, (3) developing test items, (4) presenting class lectures,
and (5) conducting group discussions.' (Hammons and Wallace,
1976,.pp. 15-17) |

In addition to acquiring ihstru%élbnal skills, occupational
teachers need to have an understanding of the history, philosophy,
and goals of the commun&&y college and occupational education.
In contrast to the traditionalpfour4ye§r institution, the com-
munity college is ch;iacte;ized by its service to a diversity
of siudents via "open—door" admission, low-cost tuition, com-
prehensive programs, and its relationship ;o the éommunity.

All of these characteristics have significant implications for
the role of an occupational teacher. (For futthef information

concerning the personnel development needs of occupational in-

structors, see Appendix A containing A Review of Literature

' Concerning the Personnel'Develogment Needs of Ppst-Secondary

Vocational-Technical Teachers.)
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A Changing Clientele - . {

Community c Jpllege instructors have always been called upon

to respond to a wide variety of students. However, these teach-

Q

ers face a special challenge in meeting the needs of an in-

*

creasing number of ngntraditional students--among them, ethnic

minorities,uthe physically handicapped, women,"older students,

part~time students, senior citizens, and the underemployed
In order to respond effectively to these students, teachers
need to acquire new instructional competencies. (Hammons and

Wallace,_l976, P. 1) They also need to internalize and reflect
' %

a sensitivity to the special§needs of noatraditional students. /)~

9 ]

‘Declining Faculty Mobility

‘Since 1968, the growth of the community college has sta-
bilized. In some institutions, the number of students and
staff members has declinedﬂ (Wallace, 1975, p:'l3) Co sequently,
community college instructors of the Seventies do not %ive the
same degree of employment mobility which"was theirs previously.

In fact, the majority of staff members presently employed in
community colleges were hired during the Sixties. Accordingly,
a particular need prevails for these seasoned faculty members
to be "retreaded, revitalized, upgraded, refreshed, updated,
retaught” (Wallace, 1975, p. 16). All teachers--regardless of
their level of experience--need opportunities to explore recent
developments in education, including the design and implemen-
tation of nontraditional instruction, the use of new instruc-

tional facilities and equipment, and research regarding the

effect of various instructional techniques. .

L



It has beeh suggested'that the current lack of faéulty ‘
. \ — o
mobility results in &taff members "Isoking to the'in;iitution )

-

where they are employed" in order to fipd the “eh;ich#hé ex- -

perierices they need in order to grow" (Gaff, 1975). Thus,
7] ¢

community colleges are challenged to provide such experiences -
. "lwu . . .

through siaff development programs. C

An Increasiné Demand'Fgg Accountability ° L - Y

!

. Like other educational 1nst1tutlons whlch are competlng for T
public donles, cummunlty colleges are sdb]ect‘to the taxpayers‘
and legislators' demands for greater,accountablllty.. However,
community college personnel-are especially:vulnerable to these .
demands since “their colleges have evolved as a, result of publlc
pressures for better educatlon" (Nordh, 1971). 1In response, to
such pressiure, ;he colleges must demoﬁstratg a higher Qegree
of effectiveness. {Smith, p. 130) As a resulf, instructors
themselves are required to be increaéingly effective in ful-
filling their.assigned responsibilities. Staff developm?nt .
programs, as/a resource for Professional growth,'are seen as an ‘
important mechanism for incrgasing the institution's pgoductivity.
An increased demand for accountabi;ity, a changing cljentele,
an awareness of the personnel developﬁent needs of occupational
instructors, and declining faculty mobility--all of these factors
have resulfed‘in an incgeased recognition of .the need for staff

d2velopment programs. Consequently, community colleges have ' ‘

initiated a variety of approaches to staff development, including

10



. _orientation programs; snort-term workshops, staff retreats,.
summer Lnstitutes, inhouse .seminars, encounter qroups, coriven-
gions and professlonal meetzngs, packagedeprograms"'sudn.as
programmed %earning units;, and apprenticeships;' (O'Banion,

V« ] pPP. 107-112) While:many ofdthese approaches provide excellent ‘

| opportunities for professional growth there is yet a need 1n B
many colleges for a more systematlc, 1nd1v1duallzed appxroach
to staff development. . . | g

. A frequent crltrcism of most p;esent staff development

programs i's that such efforts are “sporad;c and dlsorganized”

. and do not employ "a systematic strategy aimed at a_significant ]

- end” (Rubin, p. 6). Acgordlng to several authorities ofi staff
. development, it 18 tremendpusly 1mportant that the .staff de-
velopment_program be viewed~-by both coordinators and partlci-

+ pants--as a "continuous process of facilitating change in the

.profe551ona1 behavzors of all educatlon personnel"” (Norton, p. 2).
In staff" develcpment programs fon{occupational teachers, the
involvement of “all education personnel“'ls an especially critical

- concern with regard to part-time teachers. . Although part-time'
instructors now comprise "the mejority of all instructors" in
community colleges (Lombardi,‘pf 11), they have customarily'
been neglected as far as staff deve10pment is concerned.

(Schaefer, 1976) . :
Present staff development programs are alsb.often criticized
* . for their "irrelevance." 1In many cases, the lack of relevance

is attributed to the program coordinator's disregard of the
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instructors' individual needs. One author has stated thag thé
topics of community college staff deveiopment programs are-often
selected aécordihg to "current issues.df what is available"
r;ther than according to the needs of staff. (O'Banion, p. 107)
knother critic charges that "“The staff development gpec131;§£,
seemingly, presumes that all teachers afe preciseiy the same in ‘
backg;ound,'belief, Knowledge, techniégl finessé, and teaching
/., style. . .teacher complaints of meéningles ness and irrelevance'
" have been ignored more than acknowledged" \(Rubin, pp. 6-7). |
It appeans'that‘the extehé,to which the teéchers' needs areu
acknowiedged largely determines_the extent to which the progfém
spcceeds. 'Hammons has observed that facylty development pro-
grams "will fail if~their authors design them according to their

/
own personal vieys of reality" (1976, p. 164).

/ - '
/ " In response to the apparent need for staff development
1 .
programs which are both systematic and individualized, it be-
\_ - comes appropriate to consider the ‘concept of competency-basged

staff development--a concept which offers a promising alter-
native for the improvement of personnel development programs

for post-secondary occupational instructors.

Competency-Based Staff Development: An Alternative’

’
.‘s-

CBSD Defiped :\

N

Competency-based staff development (CBSD) employs the:

concepts and strategies of competency-based teacher_educétion

Y

(CBTE), or performance-based teacher education (PBTE). . CBTE
/

128
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¢
and PBTE £for all practical purposes are synonymous. Both pro-
grams stress the development of competencies, ahd_both endorse
the samengssehtial elements. Some educators, however, dietin-
_guish between the two terms. The word "competency" emphasizes
"the fact tha Ple;rhing in competency-based programs is structured
around the identified and verified competencies needed by teachf
frs. The term "competency-based “teacher education" is, therefore,
appropriate for any such teacher educaticn program structured ’
upon teacher competencies. 1In performance-based programs, the
. word "performance" is used to emphasize the fact that these
programs require teachers to demonstrate their ability to per-
form the essential competencies in an actuai school setting.
c Like PBTE and CBTE, a competency-based staff development
| program is structured upon teacher competencies. CBSD provides
‘teachers with a systematlc program through which to improve
their present tégzhlng skills and acquire new ones. 1In a CBSD
program, teachers are required to demonstrate essential teaching
tasks in an actual teaching sityation. Actual performance of
the tasks ensures that the teacher has not only the technical
knowledge required but also the ability to perform competencies
(teaching skills or tasks) which are essential to successful
teaching. This approach to staff development has particular
significance for occupational instructors and their colleagues

in the community college, many of whom have not had previous

instruction in teaching skills. & competency-based staff de-

velopment program also offers a unique opportunity for the

; . I3




professional érowth of those teachers who have been ﬁrepared
through cpnyentional teacher education programs. Traditional

' teacher education programs and state certification regulations
have often focused on giving teachers the necessary number of
courses with the proper course titles in order to meet gradu-
ation and certification requirements. In CBSD programs, however,
ghe focus is on demonstrating specified competencies (knowledge,

skills, and attitudes) essential to successful teaching.

Characteristics of CESD Programs
CBSD programs, like CBTE and PBTE programs, are characterized
by five essential elements:?l

1, Competencies to be demonstrated by the teacher are

e

carefully'identified, verified, and made public in
advance.

2. The criteria to be used in assessing achievement--and
the conditions under which achievement will be assessed--
are expiicitly stated and made public in advance.

3. Assessment of competency takes the teacher's knowledge
into account but depends upon actual performance as the
primary source of evidence.

4. The instructional program provides for the individual
development and evaluation of each of the competencies

specified.

lAdapted from American Association of Colleges of Teacher Education,
Achieving the Potential of PBTE: Recommendations. PBTE Series:
No. lé (Washington, D. C.: American Association of Colleges for
-Teacher Education, 1974), pp. 32-33.

14
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5. Teachers progress through the instruction§1 program at
their own rate by demonstrating the attainment of
specified competencies. ‘

In addition to these essential elements, there are several
additional desirable characteristicsrwhich are associated with
CBSD programs: | : :

1. Instruction is highly individualizgd and personalized.

2. learning experiences are guided by immediate feedback.

3. The program as a whole is systemic.

4. Emphasis is on exit, not on entrance, reéuirements.

5. Instruction is often modularized, featuring materials
with both required and optional learning activities in
order to accommodate various learning styles,

6. Instruction is individually paced ratﬁer than time based.

7. Instruction is "field-centered” to a considerable extent.

In addition to the above elements and characteristics, a )
key feature of a competency-~based staff dévelopment program is

the use of a resource person. The role of the resource person

is essentially that of a manager of learning who is trained to

work individually or as a team member in guiding the teacher
through his or her educational program. Potential fesource per-
sons in CBSD programs include the staff development coordinators,
university teacher educators, occupational program supervisors,

and master teachers.

red



Advantages of CBSD Programs

As a staff development approach characterized by personalized

training, independent learning, and a time-free structure, competency-

based staff development programs offer the following advantages

for occupational ipnstructors:

1.

The teacher's professional -velopment program is
individualized and personalized. Success in the program
is based on demonstrated proficiency, not formal

course work.

The téacher's program of training is based largely on
the teacher's éxpressed and observed needs, rather than
on a prescribed program of studies.

With the help and guidance of the resource person,’the

teacher develops a set of coupetency goals.and determines

priorities for their achievement.

A resource person is regularly available to observe the
teacher ‘at work, confer about learning activities and
problems, and critique the teacher's performance.

While there are no formal courses, small group and
seminar sessions are arranged to help teachers work on
their common protessional development problems and
discover bossible courses of action,

Teachers proceed at their own rate to complete the
learning activities and achieve proficiency in specific

competencies.

1, 16



7. The teacher uses his or her own student groups to
practice the teaching skill and to dfmonstrate final
proficiency. -

8. A qialified resource person (from within the school
system or from a university program) assesses the teacﬁ~.
er's performance of the competency in the actual
school situation.

9. University credit, professional improvemen: points,
and professional certification aré_bésed on achievement
of competenciea rather than on completion of formal

course work.

Conclusion .

It is apparent that a number of advantages can be accrued
through the implementation. of CBSD programs for pést-secondary
occupational instructors. The remaining chapters of this guide
concern the key steps involved in implementing a CBSD program:
competency identification, needs assessment, development.of
professional growth plans, the role of the resource person,
selection and development of CBSD materials, alternative im-
plementation procgdures, program management, orientation of

personnel, and evaluation.

12
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II. COMPETENCY IDENTIFICATION

b

The term "competency" has been defined in several ways.
Generally, "competency" refers to the achievement of the knowledge,
skills, and attitudes required to perform a given task. (Norton

and Huang, 1975) However, in the context of identifying com-

petencies for inclusion in a CRSD procram, "competency" is used

to designéte the skill, or performance elements which form the

basis of the staff development program. .While the competency
gstatements may emphasize skill, it should be remembered that the
performance of any competency requires an acquisition of the
prerequisite knowledge and attitudes.

The purposes of the competency identification process are
to (1) create a framework for program design, gz) eﬁtabliéh the
foundation of an ;édividualized program for professional growth, -~
and (3) provide albasis for the selection and development of |
prograﬁ materials., gecéuse a true CBSD program is structured
entirely around competencies identified and/or verified as im-
portant, the identification process merits considerable time and -
much careful attenfion. Unless the right (really important)
competencies are selected as the basis for the staff development
program, the program stands little chance of be;ng successful.
The competencies identified (or selected) must not only be the
really iﬁportant ones but must also be perceived as the important
ones by the teachers, administrators, and others concerned with

the staff development program.

13
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To gain the needed ac¢eptance and support, it is extremely:
important that the individuals who idéntify the competencies
are able tc adequately reflect the needs and concerns of faculty
members and the institution fér‘whom the program\is designéd; .,
For thic reason, it is recommended that the comp;tencies be
identified by an advisory/steering QOmmittee comprised of the .
stggf develépment coordinator, occupatidnal department chair-
persons, master teachers (both part-time and full-time) from

- each occupational area, occupational teacher educators, and ap-

propriate administrators (e.g. the Dean of Occupational Education).

Approaches to Competency Identification

A number &f approaches may be employed to identify the
most appropriate teacher competencies. These procedures include
task or role analysis, course conversion, school learner needs

assessment, and the'theoretical.approach. . s

Task or Role Ana;ggis

The task analysis approaqh typically involves identifying
the competencies involved.in teaching in a given area or at a
given level by (1) conducting a search of the Jiterature; (2)
asking teachers working in that area and/or at a given level to
describe what they do, what they feel they should do, and what
additional skills they feel they need; and (3) asking teacher
educators, supervisors, anGg administrators to describe and verify

what teachers do and/or should be doing. Criticism of this ap-

proach stems from the fact that this procedure may pérpetuate

14 1§



the status quo since it tends to emphasize competencies which
represent what teachers do, and not necessaril‘ what teachers
do or should do tbat) ig fact, promotes student learnrng. |

While at fir;t glance this may appear to be”a serious lim~-
itation of the task analysis approach,fthe same problem unfor-
tunately pervades all the approaches to competency identiflcatzon .
because we lack solid evidence about how a teacher's performance
affects student learning.

One of the best examples of the task analysis approach to
competency identification was provided by Cotrell and others
(1972) in their identification of 384 performance elements (com-~
petencies) considered important tp successful vocational teachers.

These competencies provided the research base for The Center's

-100 performance-based teacher education modules.

Another innovative approacﬁﬂto task analysie that has re-
cently gained considerable attention and some use at The Center
and other institutions is the'DACUM.(geveloping A Curriculum)
approach. DACUM was created in the late 1960's by the Experimental
Projects Branch, Canada Department of Regional Economic Expansion,
and the General Learning Corporation of New York. The imple-.
mentation of the DACUM process requires a committee of persons
who are "expert in the occupation" (Adams, p. 4).

It is important to note that the success of the DACUM ap-
proach depends to a great extent upon the selection of committee
members and the leadership skills of the DACUM coordinator who

acts as a catalyst for the contributions of the committee members.

15 20



He/she mﬁst focus on “thg quality and accuracy'of.definitions

and avoid influencing the stated needs of the occubakiqnal ex-

perts"” (Adams, p. 5). In order to avoid possible bias and to

function objectively, the coordinator should be a person whd

.does not have any direct stake in the outcome of the ﬁask analysis.
Through the use of .small group Qréinmtorming techniques,

the committee (1) defines the general areas of competence required

in the occup&tzon (e.g. post-secondar, occupational inatructor),,

(2) ldentifles the speciflc skills for each competency area,

(3) reviews and refines the skill statements, and (4) places

the statements in sequential oraer. .The end result of the DACUM

process is a competency profile chart which provides a basis for -

curriculum development. DACUM has proved to be an effective

approach for quickly deriving, at relatively low cost, the com-

petencies or tasks that must be performed by persons in a given
occupational area. | |

One of the best examples of the DACUM -approach as it is usad
to identify the competencies needed'by post-secondary instructors
is -provided by the work of Holland College, a.twofyear institution
on Prince Edward Island, Canada. They have used DACUM twice to
establish a "Learning Management" instructors competency-profile
chaft which lists the skills required of teachers in their
competency-based instructional program.

As part of a national training program for improving post-
secondary personnel development programs, the Advisory/Planning

Committee for the project served as a DACUM workshop group in
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September 1977 to identify .over 40 broad competency “"areas" which
they felt deserved ptiority attention. While these competency
areas were not vefified in any way, they may be of some v&lue to
staff development.ﬁlanners. éee Apgendix‘c-for a copy of these
priority areas. (Additional information regarding DACUM can be

found in Adams' DACUM Approach to Curriculum, Learniqi; and

Evaluation in Occupational Training. 'Second Edition. ‘Yarmouth,

Nova Scotia: Nova Scotia New Start Inc., 1975).

Course Conversion

-

The course conversion protedure results in the translation

<

, : - !
or reformulation of present teacQﬁr education courses or inservice
programs into new statements of behavioral'objectives Oor compe-

tencies. The knowledge and skills a teacher should possess are

r
#

inferred from the current course or inservice program content.
! . » A kY

This approach, even more than the task analytic procedure, is

%

inclined to reinforce the status quo. Consequently, suclL an
i approach is not likely to result in many significant program

i AL
changes.

The School Learner Needs Assessment

1

The school learner needs assessment procedure appeafs to
be a very-desirable approach, however, it remains the most dif-
ficulﬁ and least viable at this time. While the goal among teacher
educators has been to train teachers in the skills which wi.ll
;esult in student achievement, to date there has been no research

- which conclusively links particular teacher behaviors to student

17

2y




r

achievement. 'Nonetheless, efforts heve been made to.identify
competencies accordlng to the needs of school learners. For
examplé, in Mlnnesota, the Task Force to Study Programs Leading
to Certification for Teachers of Social Studies (1973) started
with: the identification of "pupil outcomes toward which:a com~
petent teacher makesiﬁrogrese." ~From there, they generated a
list of "teacher behaviors which facilitate achievement of pupil
outcomes." The final product was a list of "competencies which

facxlltate those teacher behaviors."

. Theoretical Approach

The most difficult approach to competency identification,
as well as the most costly, is the theoretical approach. This
method requires not only extensive study and research, but also

a high degree of technical skill and conceptual expertise.

‘Theories an@smodels of learning and human behavior are complex

and abstract and require a great deal of lnterpretation and ex-
trapolatlon. A further limitation is that theoretically derived
programs can only be successful if the underlying theories used
are, in fact, accurate deseriptione of"the realities of the teach-

el

ing process.

The Use:.of Competency Lists

Each of the procecures described above require a significant
degree of effort and expertise. Even after the competencies have
been initially identified, the list of competencies should be

verified. The verification process requires that the competencies

18
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be (1) compared éoother-listih (2) given to large numbers'of

<

appropriately selected educators and «wated with regard fé‘the S

importance of each item, and (3) the data ané;yzed to determine
the importance and ranking of each competency. These research
procedures present a rather éomplex undertaking for mosP teacher
edﬁcation departments and community colleges. Consequently,

the most practical--and expedient--approach to competeney identi-
'fication%is likely to be found in the use of competency lists
already verified through empirical research. For example,
Cotrell's list is comprised of 384 teacher competencies or per-
formance elements. (For Cotrell's list, see Appendix €). Other
lists which are appropriaté for use by post-secondary occupa-

tional institutions include Dodl's The Florida Catalog_of Teacher

Competencies published by the Panhandle Area Cooperative, Chipley,

Florida, and the "Learning Management" teacher competency profile
which was developed by Holland College as the basis for their
competency-based staff aevelopmeﬁt program. This chart contains
251 skills, 164 of which are designated as "priority skills." "

(A copy of this profile is provided in Chapter VIII.)

Considerations

The effectiveness of any staff development effort éepends
to a great extent on its degree of relevance for the participants.

- Thus the content and approach of a CBSD program should be tailored

19
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« specifically. to the needs of individual teachers. Ir this re-

'ga:d, the information acquired through a faculty needs assessment
is an essential resource in the competenqy identificat.on process.
(Further information’ concerning needs assessment is contained

in Chaptcr II1I). ‘ *

o 1 A number of teachers--esoecially those empioyed directly
from business and ‘industry--will need to acquire such "survival
level" competencies as developing a lesson plan and'deveioping
instrnctional materials. Teachers who have already received in-
struction in such pedagogical skills need to work‘toward attaining
more advanced competencies, such as evaluating the instructional
program, conducting a student follow-=up etudy, or haintaininé
an advieory committee.l In some states, new or experienced in-
structors need to satisfy certification or university require-
ments. _These requirements should certainly be given serious
consideration during the competency identification process. 1In
several'states, inciuding Nebraska, Iowa, and Washington, post-
secondary occupational teachers can satisfy ‘state certification
'requ1rements through competency-based preserv1ce ;nd/or lnserVLce

_ pPrograms. Such programs_speCLfy the required and/or elective
competencies which must be acquired. |

In determining the competencies for a CBSD  program, it is
necessary to consider not only the level of'the competencies,
but also the types of competencies--proféssional (pedagogical),
technical (occupational), and general. A comprehensive CBSD

program may be concerned with all three of these areas or pri-

marily with one or two of them,

@
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In most :CBSD programs, the emphasis will probaﬁly be directed -

toward the professional competencies that instructors need in

4

" order to effectively "teach" what they know to their students.’

The professional competencies may be.of several typgs. For the

new and inexperienced teachers, they will probably be the so

call: } basic ”survival skills" needed by any teacher to be spc?

cessful in the classroom and laboratory. For other more experi-
enced'teachers, the professional competencies will proﬁhbly
inclﬁde the more advanced,competenqies needed for certification
purposes and for'proficiency in teaching: Even the most experi-
enced pfofessional can usuﬁlly find ways to improVe his//her
_instfuctional skills, |

Most.of the professional competencies addressed will have -

knd&ledgg,\skillv and affective components. While the emphasis

in éompete y-based or performance-based étaff devélopment programs

ar .to be on "demonstrated ability to perform," such

ﬁiiizziukg not be construéd to mean th-’ the psychomotor
-~/ ’

(skill) And-cognitive (knowledge) domains of learnjing are unim-
ant.\ Nothing could be farther from the truth. Unless the
teachey knows what.and how he/she is to perform, and performs

wiﬁﬁfagprOpriate feeling and understanding of his/her students,

he/she cannot perform successfully in an actual teaching situation..

Currently, a critical need exists for the inclusion of
competencies which emphasize the affective component. Instructors
who are faced with an increasing number of nontraditional students

need to acquire raw sensitivities. For example, these teachers
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-heed.to develop an understanding of the particular needs of
. women who are enrolled in nontraditional occupationel pfograms,
as well as an appreciation of_the-needs of multicultur?l=students,
older students, and the like. 1In moat cases,. all post;secondary
staff-will need to acquire these competeneies.
| There is also need for occupational heachers to keep ‘up to
date in their technical knowledge.and skills. Whilelmost occu-
pational instructors are hiraed from business and indhstiy,in the
| first place because of theif technical expertiee,'theae skills
can soon become outdated. - Thus, provisions should be made for
teachers to keep abreast of technofogical.changes'in their occu-
oatlonal area through advxsory committees, summer employment,
busxness lndustry exchanges, or cther means. In some cases,

Y

the staff development coordlnator will play an important role
in elging hea;hers arrange for updating their technical com-
petencies, whi in other post—seéendary institutions this may
be left entirely up to the teachers themselves. |
Finally,. the general education competenc1es need to be

g

qxven consideration. Many 1nst1tutxohs make the assumption that
persons hired to teach already have these compe%encies to a
sufficient degree. Others, however, take the view that if em-
pleyees did not acquire these competencies prior to their employ-
ment or have only minimal competency in social, oral, written, -

or other general education skills, the institufion should offer

as much training as possible in these important competencies.




It should be apparent that priorities will have to be es-
tablished. The priority competencies fér ?art¥time staff may
also differ from those for full-time staff. The advisory/steering
committee should advise the ataif development personnel on these

matters.




III.. NEEDS ASSESSMENT

As educators, we espouse the criticality of addressing
the individual needs, interests, and abilities of our students.
Yet we often do not apply these same principles to the education
of our teachers. This is particularly crucial when dealing with -
instructors at the post-secondary level. While one can assﬁme
éhat a newly hired secondarﬁ English teacher has received minimal

preservice training in the pedagogical skills, the background

| of post-secondary instructors isué mixed.bag.. Some havé only“'“- -
had experience tééching in universities or in secondary schools.

Some come from industry with no pedagogical skills at all. Others
have previous experience teaching at the post-secondary level,

but lack formal training. In addition, the career goals of ,

these instructors vary markedly. Some *ruly wish to work full-
time over time as post-secondary personnel. Lowever, many aave
other full-time careers and only wish to work part-time as
instructors. And, unfortunately, due to the current shortage
of university teaching positions, some persons have taken
post-secondary jobs only because the university positions they
really desired were not available.

The key question is how, given these varied backgrounds,
gnals, and interests, do we produce instructors capable of
delivering the quality education needed by post~secondary { e
students iﬁ an open antry/open exit institution. According

to Hammons (Doty and Gepner, 1976, p. 165), "Unlike children
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who tend to be subject centered or contenﬁforiented in their
_learning tasks. the adult-q;s a tendency to be problem-orieﬂted
when learning. This means an adult learns better those skills
and that knowledge, or is receptive to value or attitude changes,
that are relevant té problems faced at that moment.* How does
one determine those needs most relevant to the staff? This
is not an overwhelming task if you draw on the ample work which
has alrrady been done in this area. Holland College has-identi-
fied a_pdét-secondary instructornprofilenindluding 164 skills.
Hammons (1973, pp. 49-60) lists nine broad’areaé-of skill needed
by community college faculty, including:

¢ philosophy of postsecondary occupational education

e writing of measurable learning objectives:and criterion
test items

¢ development of course syllabus

¢ methods df teaching lecture, laboratory, and small and
large group instruction

° constrdcting self-paced learning units
e utilization of audiovisual aids

¢ knowledge of student profile and special needs of student
body

e how to effectively work with the community through advisory
committees in their program area

e college policies and how to handle emergengy situations
¢ development of interpersonal skills
Cotrell, et al (1972) identified and verified 384 perfor-
mance elements which were considered important to both secondary

and post-secondary vocational teachers. These 384 per formance
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~body in the 18 - 25 year old range, they are now more occupa-

tr o

elements were clustered into 100 competency areas and ten broad

- categories by The Center for Vocational Education in the process

of developing and field testing modules.tha; can be used to
help teachers acquire those competencies. .

Most writers in the literature covering the area seem to
agree that the unique characteristics of post-secondary institu-
tions and the diverse needs of the minority and nontraditional -
post-secondary students are key areas. - While community. colleges

used to serve a college preparatory function with a student

tionally oriented, serving a student body in the 18 -~ 65 year
old range, many who are nontraditional gtudents,'with a variety
of needs. Post-secondary instructors need to have the tools to - >
deal with a widely heterogenecus student body. |

. Although it is now a fairly straightforygrd task to use
the literature to identify the skills needed by post—secondaryf
instructors in general, it is important to prioritize those
skills in terms of local needs. Each post-secondary Enstitution
needs to consider its philosophy, the nature of its community
sefting, and the characteristics of its student body when select-
ing and prioritizing the needed skills.

The next step is to assess each instructor's current skill

et

level in each of the areas identified. This can be accomplished
using'a variety of sources, including: .

.Jself-assessment

e supervisor assessment of performance

e student assessment
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for this purpose exist in abundance, and most, involve more than

9

These assessments can be done by criterionj;eferenced insﬁru-'
ments, or questionnaiges--many qf'which already exist in the
literature.

Althbugh-assessmeﬁts by others (supérvisors, sthdents)

are helpful in achieving an aqbjective assessment of performance,

because of the voluntary nature of most personnel development

programs, it is most important to obtain input from those for

whom the'programs,are to be designed. Questionnaires developed

simply asking the instructor whether or not he/she possessés the

identified skills. For example, a needs assessment questionnaire

~developéd for administrators by the Arizona State Collegial

Team requires the respondent to rate each skill in four areas:

(1) what level'of skill does your job require?"(Z) What leQel

of skill do you possess? (3) What level of training do you

desire? and (4)'What‘£ype of training do you desire? Again, -

in the Mesa School District, a needs assessment instrument

~designed by Vicino (Scott-Blair, pp. 33-35) to determine the

needs of administrators requires the respondent to rate each
skill both in terms of experience (expertise in, worked with; .
knleedge of, no knowledge of) and interest (desire further
training, desire training, do not desire training). A device
designed specifically for the post-secondary level is given in

Hammons and Wallace (1976, pp. 103-116), and is entitled the

?Community College Staff Development Needs Acsessment Survey.

The Professional Development Handbook for Community College

Part-Time Faculty Members developed in Illinois (1977) also
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includes specifications for developing needs assesament devices.
As with the other instruments cited, this handbook stresses the
need to gather data on areas other than the level of skill
poesessed by the instructors. This handbooE suggests that one
needs information concerning the following areas: (1) -background
information and demographic characteristics of the faculty, (2)
informetion on how the raculty presently keeps up to date in the
field, (3) data on what the faculty considers to be incentives

for participefion in personnel development activities, ard (4)

“data on what the faculty considers to be obstacles to participation.

Examples of a needs assessment questionnaire designed to e11c1t

thls information are included in the document.

The Minnesota Research and Development Center for Vocational
Education conducted a study to coastruct a sei of instruments
to evaluate the teaching performance of post-secondary vocational
teachers. A number of tested forms resulting from this study
are available from the developers, Erwin K. Geigle et al. (1957),
including:
l. Professional Needs Assessment instruments
e teacher self-assessment form
¢ supervisor form.
e student form
2. Evaluation of Instruction instruments
e teacher self-rating form
® supervisor form
® student form

3. Background Information form
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C - These forms, designed to help teachers develop a persoﬁAl#zed
Plan for professional self-development, include skills‘which'are
| easily keyed to the modules developed by The Center. :
' Finally, a CBVE administrator module developed by. The

j . Center entitled Appraise thelPersonnel Development Needs of

Vocational Teachers, (Norton et al., 1977) includes a rather

thorough discussion of needs assessment tecﬁniques as well as' a

number of samples of needs assessment devices.
Once you have determined what the needs of the institution
- are, where the staff is, where you want them to be, where they —
want to be, and how they want (or don't want) to get theré,.
you can.begin to plan and design the necessary programs. Needs
assessment is simply a process of determining the difference be-

e - e

tween what exists .and what is needed or desired. The tools for
identifying this gap exist in quantity in the literature. Your
task should be to utilize these tools to adapt and design a
system for your institution which meets its unique needs and

the characteristics of its students.
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IV. DEVELOPMENT OF PROFESSIONAL QROWTH PLANS .
Given a specific CBSD program, it ls assumed that the
' competencies offered in that program have been igenrified accord-
ing to the needs o: the faculty members within the institution.
However, to ensure that the program is v1rtua11y tailor-made
for the 1nd1v1dual, it is necessary for each teather, in con-
sultatlop with the resource person.,to formulate his/her personal
plan fgr professional growth. The pian iiself is a primary
souroe of information for the resource person as he/she works
wirh the teacher to determine the content of the teacher‘s
program. 1In additron, the plan also serves as a d&>cumentation
of the teacher's commitment to the program and as an offioial
device for recording the teacher's progress toward attainment
of specific competencxes. It is extremely important that the
content of the plan be held in confidence by the resource person,
;he staff development coordinator, and the teacher. Never should
-the plan be used as a basis for determining salary increments;

promotions, and the like.

Assessment of Competency Needs

In order to identify specific "competency needs," the
teacher should examine the list of competencies which have been
identified by the institution. Through a review of.these com-
petencies, the teacher can begin to assess which competencies
need to be improved and which need to be attained. The teacher

should also examine the responsibilities outlined in his/her
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job’descriétioﬂ and determine the‘competénciea required for
the performance of these responsibilities. While both the
inst;tution's gompetency list and the job description serve“aa
viable referehces in the ngeds asséssment process, it is re-
commended that the teacher consult with his/her department
chairggrson, the staff devélopmept coordinator, and master
jteachegs to identify performance areas in which increased ex-
pertise is neéded. Frequently, student evaluations supply the .
kind of feedback which is useful in assessing one's strengths
. and weaknesses. . In some instances, state certification requi}e-
] ments may provide a framework for identifying compgtencies which

need to be acquired. It is also important that the teacher

.

—————

consider those competency-areas which have been designated as

e e et =

priorities by the institution. For example, the advisofy/ -
steering committee may plaée special emphasis on competencies
related to the use of nontraditional instructional techniques.
Whatever the emphasis, it is the responsibility of the staff
development coordinator and the resource person to see that

institutional priorities are taken into account.

Format of Plan

The format for an individual's professional growth plan
.can be a simple and straightforward one. The form should include
(1) the selected competencies, (2) target date for attaining
each competency, (3) actual date of attainment, (4) procedures

for competency attainment, including a description of the
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ingtructional materials’to be;used. and (5) signatures of the
teaqher and resource person. A sample form is provided on
the felloﬁing page. ‘ |

Another type of record-keeping device used in CBSD programs
is that of the competency profiie chart which i includedyan
Chapter VIII "Staff Development Program Management." This par-
ticular chart represents the competencies contained in The
Center's 100 PBTE modules. The spaces within each rectangle
can be used to record the target date for competency attainment

"and the date of actual attainment. Thesa gpaces can also be

colored in to designate the competencies which are to be pursued -

as well as those which have_been achieved. - e
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"‘PROFESSIONAL DEVELOPMENT PLAN

Name _ Phone:

Office : -
Address '

Home
Instructional Area No. Years Teaching

\

SPECIFIC COMPETENCIES TO BE DEVELOPED: List here the competen-

cies to be developed based on needs agsessment and/or personnel
interest. .. o .

Expected ' Actual
Competencies Needed Completion Date | Completion Date

PROCEDURES FOR COMPETENCY ATTAINMENT: List or describe here
the modules or other materials or procedures to be,used to
achieve the identified competencies.

Signature of & ~bate Signature of Teacher Date
Resource Person

Competency Development Plan Completed

Date Signature of
Resource Person
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V. ROLE OF THE-RESOURCE PERSON IN CBSD PROGRAMS

‘

' Critics'of programs ﬁhich uSé‘performaﬁce‘based teacher
education (PBTE) modules claim.that turning post-secondary
instructors over to packaged materials to work xndependently
is impersonal and ineffective.  Normally, one does not start
a chapter with such negative statements, but this point is |
critical: the staff development Nordznator must not abandon
’teachers to the modules. Individualized instruction does not
/ mean isolated instruct{pn. The Center's modules absolutely

L] require the active presence of the resource person to make them
work. He or she is vital in (1) orienting instructors to the
CBSD program, (2) helping instructors gelect the modules they
will take, (3) assisting instructors in getting needed suppliés
and materlals, (4) arranging small-group and large-~group meet-
ings so instructors have a chance to interact, (5) helping ¢
instructors set up simulations involving peqig, (6) providing
advice when instructors encounter problems, (7) supplémenting
the material in a given module with materiﬁls, presentations, .
and activities drawn from his/her own expeftiée, (8) proQiding
instructors with feedback when it'is needed, and (9) evaluating
'instructors' final performance.

When testing The Center's modules, if teachers indicated

' they disli}.ed working Qith modules, it was g=nerally because they
had been asked tc work alone on the modules unassisted by a
resource person or b; fellow teachers. Typical éomments in-

cIdded:
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"I couldn't find any peers to work with® °
kJ”My resource persofi was never available" ’ , :4;(

- Y . . .
"I couldn't locate thefvéauired videotape” f oo "o

"I'd already had a course on this topic so this waé sheer ) .
busywork for me"

- -3,

"I miss discussing ‘things with my peers" B | | .
Teachlng is an interactive process. You ‘cannot teach>in~ -
istructors to interact effectiJEI;/with students if you give thems T
a module and require them to work in isolation. These modules |
"were not designed for that purpose. Each module provxdes Qggig o

'”1nformatlon and act1v1ties, but the resource persons are the key

to maklng the modules work The modules are only one tool in
'~ the teacher preparation process. It is up to the resource person
to provide additional learning tools and to truly individualize

the instructional process to meet instructors' .needs.

Explaining CBSD to Instructors

In all probability, few of the instructors will be familier
with CBSD, so the resource person's first task is to introduce
them to the concept. People tend to be uncomfortable (even
antagonistic) when confronted with something unfamiliar. Before
they will accept the new, they want to know what it is, what its
gslue is, and how it will affect them. Consider how you feel
WAEB\someone asks you to taste something unfamiliar and, perhaps, .
vaguely suspicious in appearance. To avoid such a qualmish

reaction the resource person nequ to tell the instructors why

he/she has elected to use modules, how using modules requirirng
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actual perfofm&nce can help prepare them to teach, and how yourg - -

particular progrém of use is sef up.

Another consideration is. that ihstructors have probably
been exposed pr%marily to ed&cational systems inﬁqlving large-
group instruction apd teacher-centered instruction. They are
used to having the instructor take responsi! .lity for teaching,
rather than their having to take responsibility for learning.
Thereforg, they need to be oriented to the new role they are

expected to pf/ and to tgslr new responsxbllltlen for learnlng.

f
Helping.Instructors Select Mbdules

~

‘In CBSD, teachers are evaluated on whether tﬁey have .
échieved a particular skill, not whether they have completed a
particular module. Thus, another of the resource person's
tasks is to help instructors iden :ify which modules, or which
learning experiences within a modulc, they need to complete to
meet your requirements and their needs. This means that the
resource person will have to idertify which modules will be
used in the staff development program, which (if any) are re-
quired, K'and which are optional. The reso. .ce person will also
have to meet individually with instructors to determine which
skills they already possess. If an instructor already possesses
a particular skill, he or s@e should need only to demonstrate
the competency to specified standards without going'through
the whole module or to present other acceptable evidence of

competency.
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Facilitating Instructors' Completion of Modules

Most modules include activities (generally optional) which
call for outside resources. “A teacher may be asked to present
a lesson to a'group of peers. The module may suggest supplemen-
iary readings. It may be recommended that the teaéher videotape
his/her perfqrmance'for self-evaluation purposes. A module may
récommend that the material in the information sheet be discussed
fu;ther with peers'qr-ﬁith the resource person. A teacher may be
told that it would be helpful to meet with an experienced in-
structor to discuss a particular concept or to observe that
instructor demonstrating a particﬂlar skill. ‘

’Tﬁstrgctérs may experience difficulties in carrying out
these activities if guidelines or procedures have not been set
up in advance. A system needs to be devised for instructors to
easily locate the equipment, materials, peérs, and resource
peréons they need so that they can complete the module without
being forced to jumé unnecessary hurdles, or experience unnecessary
delays. This system shogfd also inciude provision for periodic
small-group and large-group discussion sessions.

Another part of the system must be designed to ensure that
an instructor with a problem or question concerning an activity
has access to the resource person, or another person designated
as a resource, within a reasOnablg amount of time. Specific
office hours, periodic meetings, sign~up sheets, alternate re-

source persons can all be used to prevent instructors from being

unable to get a needed answer.

)
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It should be noted that to provide instructors with advice
and answers concerning a given module, it is absolutely critical
that any resource person be totally familiar with the content

and learning activities in the module involved.

Supplementing Module Activities

Modules were written to be used Ly persons involved in
staff deévelopment, not to replace them! Staff development
coordinators'usually have been specially trained in the pro-
fessional and/or technical skills needéd by instructors. Their
expertise and experience are essential to successful use of the
‘modules. Most staff development coordinators are aware of
numerous materials and techniques.which are effective in teaching
a particular skill, such as:

e presentations.

e guest speakers

e textbooks, periodicals, pamphlets, handouts

e simulations, role-playing situations

¢ videotapes

e audiovisuals
As mentioned previously, the resource person must be thoroughly
familiar with each module that he or she assigns. During the
process of familiarizing himself/herself with a particular
module, the resource person should plan how he/she can supplement
the contents. of the module. Does he/she have an excellent
handout on the subject? Would instructors benefit from partici-

pating in a seminar at some point in the module? Would a
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large-group presentation enhance the module activities at some
point? Does he/she have additional tips or practical do's and
don'ts that need to be conveyed to instructors concerning the
skill? 1Is there additional.information, unique to the occupa-
tional area in which the instructors are teachiné, which they
need to be aware of? By asking questions of this type as he/she
reviews each module, the resource person can make the learning

experience more effective for the instructors.
’ Ve

Providing Feedback

Because there are limitations on each resource person's
time, where possible, The Center's modules have teachers do
Self-Checks on their progress, involving the resource person as
the evaluator only in the final experience. However, the modules
remind teachers periodically to check with their resource person
if they are experiencing problems. If an instructor does not
agree with or understand the feedback provided in the module,
the fésourcé person needs to provide him or her with additional
feedback. Furthermore, as time allows, the resource person
should. spot check instructor progress to be sure that each in-
structor is using the modules correctly and to provide instructors
with reinforcement and feedback concerning their progress. For
example, some instructors, not used to setting thei; own pace,
may tend to wait until the last minute to complete their module
work which seems less pressing. By monitoring their progress,

you can detect such problems and take corrective measures.
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Evaluating Final Performance

The Center's modules require that teachers prove their
competency bx meeting specified criteria while perforaing the
skill in an actual school situation. It is essential that,

"when instructors are evaluated using the Teacher Performance
Assessment Form in the final experience, the evaluator be
qualifi;h to use g%is form effectively. This means that re-
source persons shoﬁld be familiar with these forms in advénce“to
increase the consistency of the ratings, and that other persons
vho are asked to use these forms (e.g., experienced instructors,
department heads) Se trained to use them properly. Since the
instructor‘§~competency is assessed during the final experience
of each module, it is essential that these fo:ms be used appro-
priately, objectively, and consistently.

The role of the resourcé person is indeed a crucial one,
requiring, perhaps, a change in emphasis and activity on the
part of the staff development coordinator, but certainly aot a
change in the need to draw upon all of his or her reservoir of
information, experience, and training. Modules are not a sub-"
stitute for the staff development coordinator, but simply a w&&

“to structure, individualize, and enrich instructor learning.

The duties of the resource person are many, varied, and in

~ some ways, demanding. The resource person works with instructors

as advisor, helper, and evaluator. If the resource person can
accomplish these duties conscientiously and skillfully, the

resulting staff development program can provide an exciting and
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growth-producing experience for the instructor, and a profes-

gionally satisfying experience for the staff development

coordinator.
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VI. SELECTION/DEVELOPMENT OF CBSD MATERIALS AND OTHER RESOURCES

Given the unique characteristics and goals of each post-
secondary institution, it would be ideal to develop for each
institution the exact materials needed by its staff. However,
this is not realistic in most cases. Material development and
field testing is a time-consﬁming and costly task. If your
competency-based program is to be individualizgd, the materials
You use must be sufficiently.self—explanatory and well developed
. to allow instructors to work unassisted to a certain degree. |
-Furthermore, to truly reflect the skills and point of view of
instructors, they need to be developed with input from experienced
idstructoré. Most institutions do not have the staff time and
financial resources necessary to accomplish such a massi?e
curriculum development task.

The size of this task should not be underestimated. Using
criteria considered to be essential to an effective package,
staff at The Center have.evaluated innumerable CBI and PBTE
packages and have found few that ﬁet even minimal.criteria.

Most are little more than curriculum outlines-~lists of suggested
activities and references. This is not a criticism of the
abilities of the developers. Given the time and resources
ailotted to these persons, the mate;ials deyeloped are -of rea-
sonable length and quality--but they are not effective staff
development materials if the program is to be individualized.

If your institution has a full-time curriculum development

person, or staff development person with curriculum development
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responsibilities, .and if instructional staff can be given re-
leased time to assist in curricular development, then you.can
consider developing your dwn materials locally. In this case,
you should siropgly c0nsider'starting your efforts using the
extensive experience of otﬁers. A number of module deveiopment
" models exist, and most of these models conscientiously practice
what they preach. For example Heath (m.d.) at Oregon State
University and Houston et al. (1972) have developed modules 6n
writing modules. Kapfer and Ovard (1971) have developed an in-
structional learning package (ILP) on preparing and using ILP's
and Hyder (1971) has developed a learning activity package (LAP)
on constructing LAP's. |
Drumheller (1971), Frahtz (1974), Hauenstein (1973), and

Silvius and Bohn (1975) have contributed to the area by producing
aocuments explaining systems approaches to curriculum ‘develop-
ment. Arendo, Hasl&, and Weber (1973) have produced the second
edition of their CBTE module development handbook.

“ Others such as Fardig (1975) ﬁave produced haadbooks or
guides for the developmént of modules for secondary and post-
secondary technical subject matter instruction. Additionally,

The Center has produced a Module Development Handbook.

If, however, you do not have the necessary staff to develop
your materials from scratch, you have access to numerous existing
materials. It then becomes a ﬁatter of locating those which .
meet the needs identified by your institutipn and instructional
staff, and evaluating their effectiveness using some sort of

evaluation device. One source of materials is the Florida

44
1

o



[d

Catalog of Competency-Based Teacher Training Materials, Second

Edition. Another source is the 100 PBTE modules produced by° o

0

The Center. Additional instructional materials are describgd in

the Annotated Bibliography of Resources for Competency-Based

Staff Development Programs in Appendix B.

The evaluation device tha; you use to assess any materials
you consider should include the following types of items:
l. Does the module contain the following basic components:
a. clear directions for using the module?

b. a rationale or introduction explaining the impor-
- tance of the skill being covered?

€. a listing of performance Objectives?’

d. clear, complete explanations of the activities to
be completed in order to reach each objective?

e. information sheets or reference to a minimal number
of outside references containing the needed in-
formation?

f. devices for immediate feedback?

g. a criterion-referenced post-assessment form designed
to measure actual performance?

2. Does the module also contain the following components
(optional)::

a. a listing of prerequisites?

b. a listing of terminology, and any resources and
materials required?

C. a pre-assessment device?

3. Does the module either include all necessary materials
or clearly specify what is needed?

4. Does the module éontain a variety of activities?

5. Are opportunities for recycling activities included?
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6. Does the module provide opportunities for instructors
to interact with peers, experienced instructors, and
others? |

7. Are supplementary enrichment activities provided to
meet the needs of interested instructors?

8. Although.the module could be enhanced by group activi-
ties, couldzan instructor handle it on an independent
basis? .. | |

9. Do the module format and activities allow for flexi-
bility and thus can they meet the -needs of insgfuctors
with different learning styles?

10. Are £he module activities sequenced in a logicﬁl order?

11. 1Is the module well-produced (e.g., 'good grammar,
‘correct spelling, clear layout, clean.copy, neat
corrections, etc.)?

12. 1Is the module attractive?

13. Are the materials reasonably priced?

l4., Are supportive training materials available?

15. Do the modules include a reasonable awount of audiovisuals?

One ddvantage.of adopting or adapting materials which have

already been developed is that you can then use whgfever develop-
mental time ycu have available to develop materials, especially
audiovisual, to supplement the written materials. Locally de-
veloped materials, such as videotapes using exéerienced instructors
in your own institution or additional situation-specific modules,
can greatly increase the utility of the modules in your own insti-

tution, more effectively meeting the unique needs of your faculty.
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Uie of'Communitx Resources

In the process of sécuring materials and resources fér your
CBSD program, you will need tq draw upon those resources which
are available from business and industry. On the basls.of their
practical knowledge and experiéﬁce, business and industry per-
sonnel are able to make highly relevant contributions as resource
persons in staff development efforts; For example, by engaging
business and industry représentativesfas speakers for staff
development prOgramé,.you can provide opportunities for teachers »
to learn of the most recent aFvelopments in their subject matter
areas, specifically with regard to new technology, specialized
occﬁpational operations, and employment trends. Given the re-
sponsibility of preparihg students for work in a specific occu- -
pation, it is essential that océupational instructors are
thoroughly knowledgeable of current developments within that
occupation.

In order tc identify qualified persons, you will need to
contact a variety of sources within the community, including
. large corporations and smaller business establishmenps, the
Chamber of Commerce, labor unions, and professional, technicgl,
and trade organizations. These same contacts will be of value

if you decide to arrange site visits as part of your staff

development program. Such field experiences afford teachers

a firsthand view of the latest equipment and technology which
is currently in use. It is often worthwhile to follow the site
visit with a staff development seminar so that teachers can

discuss their impressions and observations.
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In addition to serving as speakers and facilitating site

visits, reéource persons from business and industry can (1) ‘; j (

assist in arranging perébnnel'exchange programs, . (2) providev

access to additional busimess and industry personnel; (3) help
v deveiop curricula which is relevant to curreng'technology, kd)
furnish instructional materials (e.g. sample kits of raw materials,-
finished products, exhibits) for staff dgyelopment, and (5)
conduct faculty seminars. | -
| You may choosé’to iqporporate personnel éxchange programs
into your staff development program in order to give instructors ,
an opportunity to update thair technicéluskills and actually
experience the current work setting. These programs can give
the instructor a valid basis for curriculum rgvision. |

Regardless of the specific approach yofi take towérd the.

use of community resources, it is important to remember that the
effective use of these resoufces requires careful planning and
preparation. In many -cases, establishing contacts with local
business_add industry personnel is a long-term project. However,

in view of the benefits to be derived from such contacts, it is

a project which is worth your effort.
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VII. ALTERNATIVE IMPLEMENTATION PROCEDURES

The literature cites a wide variety of activipies and de-

vices which can be used to provide post-secondary instructors

s

with needed pedagOgical,Qkills, including: .

¢ inservice activities at the institution: guest speakers,
seminars, practicums, workshops, institutes, .research -
projects, use of modules, pairing an inexperienced teacher
with an experienced teacher, orientation sessions, en-
counter groups, etc. , '

e outside activities: workshops, seminars, professional
organization conventions, staff exchanges, visitations
to other institutions, staff retreats, etc:

. univefsity course work: such work can be required for

certification, or e¢ncouraged by reimbursements, fee waivers,
state grants, sabbaticals, etc.

e internships

Three basic models for implementing competency-based igqgf
development programs which incorporate these activities and de-
vices are possible, Sut it.is important to remember that one
need not selecﬁ'a single aodel. ‘It is entirely possible, and
often preferable, to combine approaches or offer a number of
'options if the needs of facuity are to be met. A program that
is geared to meet the needs of new instructors requiring survival
skills may not meet the needs of seasoned instructors desiring
advanced skills. A:program designed to be convenient to the
time constraints of a full-time instructor mayfnot be convenient

for part-time faculty.

The first model is the university-based model. 1In this

model, the university has almost complete control of the program

and its design, and activities take place primarily on the
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university campus in the form.of courses. If the university

has a competency~based teacher education program designed speci- ’
fically for the post-secondary level, this can be a beneficial »
option. However, lnherent in most such progfams are a number of
shortcomings. These programs requlre the lnstructor to complete
the training program during hls/her "free" time--evenings,_

_ weekends, etc. For the full-time instructor, this means he/she
must carry a full teaching load--which more often than not does -
not include adequate tlme for plauning and other such necessary
instructional tasks which occur outside the classroom--and'then
attend classes and complete courselwork on top of those other )
duties. Furthermore, the instructor must often travel great .

distanccs to attend these classes. It is even more difficult to

Justlfy requlrlng part-time 1nstructors to complete such courses -

since part-timers. frequently already have a full -time job in
addition to their part-time teaching duties.' In addition, since
part-time faculty:are often paid by the hour, they are often .
reluctant, and understandably so, to use their free time on be-
half of the school. | |
Another serious problem with such programs is that, more
-often than not, they are not sufficien*ly responsive to the'needs
of the post-secondary institutions for which they are training ’
personnel. Typically, the programs are designed without any
input from the post-secondary institutions in the area. They
are,.thus, mofe theoretical than practical. Even mcre critical,

they tend to be designed based on the views and expertise of

1
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the university faculty rather than on hard. data from,needs
assessments conducted with. the.clientele to be served.

Finally, an instructor, especially a new instructor, is
looking for practical help in dealing wigh the very real problems
he/she faces daily in the institution, the classroom, and the
laboratory. Even if the university lecpures in*theory'aré
really "very good for the instructors," tﬁé instructors who. are
looking for help may notvappreciéte this Wfaqt"--thus killing
motivation.

The second model is the institution-based model. 1In this

model, the institution has total control of the program. Such
programs can be very responsive to local needs-Fa.plus--however,
again there can be limitations. A 'single post-secondary insti-
tution may not have adequate personnel to conduct such programs.
The breadth of expertise and quantity of faculty available at

a university or college of education are not usually within the
post-secondary budget. (.

Another consideratlion is certification. Completion of a
university-based progrdﬁfusually results in automatic certification.
However, it is unusual for a post~-secondary institution on its
own to provide a program for its instructors sufficiently com-
plete that_the state would certify those completing the program.

Despite these limitations, some post-secondary institutions,
without or with only limited access to un.ersity programs, have
successfuily developed and implemented institution-based programs.

One such institution is Holland College, a post-secondary




" institution located on Prince Edward Island, Canada. 1In a
joint effort between Holland College, Canada Manpower and
. Immigration, P.E.I. Civil Service Commission,.;nd Department
of Vocational and Continuing Education of P.E.I., an indivi-
dualized, competency-based staff development program of in-
service education for training =nd qegrading instructors was
established at Holland College. In 1971, a DACUM committee
composed of members of the faculty and administration developed
an "instructor profile chart" of the competencies needed by
their instructors: Thir committee identified 251 skills in
ll‘;reas of competence; 164 of these skills were considered to
be a basié requirement for a beginning instructor.

DACUM 1s an approach to task analysis and curriculum
development whereby a committee of workers from the occupation
being analyzed participate in a modified brainstorming type of
workshop to (1) identify the major areas of responsibility of
workers in the occupation, and then (2} further specify or
delineate the tasks that workers must perform in each major
area.

Holland College then developed a program and a module
structure to deliver on the identified skills. When they began
to develop their resource materials, they discovered the 100
modules developed by The Center. Since there was considerable
overlap between the skills they had identified and those covered
by The Center materials, Holland College decided to use many of

./\-
The Center's modules in their program.
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In Holland College's sgstaff development program, 14 in-
structors-eselecﬁed based on their experience in a given area and
their ability to interact with Peers, and representative of all
programs (agriculture, business and office, health occupations,
technical education, trade and industrial, and leadership insti-
tute)--served as resource persons. Each of the 50 faculty members
were then asked to select ten modules each based on individual
needs and to spend one-half day per week working on these modules.
A staff development resburce center was also established to
support the program. This center houses a large assortment of
printed materials, as well as a staff development specialist -
to assist iastructors as they pursue module activitieé. Staff
progress was recorded usiﬁg the instructor profile chart. On
this chart, an ihstructofs skill in a given area is rated ac-
cording to a seven-point fcale as feyiows:

0 - Has some knowledge and limitled experience, but not suffi-
cient for participation in a work environment.

1l - Can perform some parts of the skill satisfactorily, but
requires instruction and supervision to perform entire
skill.

2 - Can perform this skill satisfactorily, but requires
periodic supervision and/or assistance.

3 - Can perform this skill satisfactorily without assistance
and/ar supervision.

4a - Can perform this skill without supervision or assistance
with proficiency in speed and quality.

4b - Can perform this skill without supervision with initiative
and adaptability to special problem situations

4c - Can perform this skill without supervision or assistance
and can lead others in performing it.
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Staff developmént is a continyous process, and an instructor
can increase or upgrade his/her skills at any time.

As of November 1977, the HollandICollege program was
thriving in two locations, had served 250 teachers, and 100 -~
150 persons were using the resource center throughout the year.
The instructor profile had been revised to 251 skills, with in-
dividualized learning packages prepared for each of these skills.
Printed and audiovisual resources had been developed or obtained
to supplement each package. The supporting facilities now in-
cluded an audiovisual area, a quiet study area, and a group
discussion area in addition to the resource room. An instructor
completing the l§4 skills specified on an instructor training
profile receives a provihcial teaching license. And, the question
of university recognition of the program was being discussed.

The third model is the combination approach involving

a collaborative effort betweeh university and post-secondary
institution. This approach eliminates most of problems inherent
in the other two models. The needs of the post-secondary staff
and institution are the basis for the program, activities are
scheduled at a time and in a place convenient to the staff,

the expertise and resources of the university as well as those
of the post-secondary institution are available. Instructors
completing the program can receive certification through uni-~

versity channels.
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Such programs involving collaborative efforts between
the university and the post-secondary institution can take a

variety of forms:

¢ The program can be designed by (1) university faculty
with input from post-secondary staff, (2) post-secondary
staff with input from university faculty, or (3) university
faculty and post-secondary staff working in cooperation.

e The progfém can be conducted at (1) the university, (2)
- the post-secondary Institution, or (3) a combination of
~both sites.

e The program can be conducted by (1) univercity faculty
* with the assistance of post-secondary staff, (2) post-
secondary staff with the assistance of university faculty,

and (3) university faculty and post-secondary staff work-
ing cooperatively.

Three examples of collaborative staff development efforts are
in operation in Iowa, Nebraska, and Georgia.

Through the Department of Industrial Education at Iowa

State University in Ames, a program (Van Ast, 1977) has been

designed to provide inservice education which will train staff

developers to design and implement personnel development systems

at their own respective institutions. The training is offered
through five 2-day institutes covering (1) orientation to the
total concept of personnel development systems (PDS), (2) methods
of planning a PDS, (3) planning o. PDS for participants' indi-
vidual institutions, (4) evaluation of PDS'efforts to date,

(5) information concerning available personnel development and
curriculum materials, including the 100 modules produced by The
Center. Iowa State University has also been working closely

with the community college personnel development effort by
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offering off-campus workshops specifically designed to meet !
the needs of new teachers. These workshops focus on the 33
required pPreservice competencies that have been established

by the sta:é board for the temporary approval certificate.
Additional information concerning the design and content of these
training programs is available from John Van Ast at Iowa State

and from the State Department of Educatiqn.;

In Nebraska, a recent project involved a collaborative

effort in staff development between three Nebraska university

teacher.education departments and‘Nebraska's post-secondary
community colleges. Initiated in response to concerns of the
post-secondary institutions that present professional vocational
teacher preparation courses being offered were not responsive

to the needs of their instructors, the "Professional Preparation -
for Two Year Post-Secondary Vocational Teachers"” project waé
designed to identify those competencies needed by post-secondary
instructors. They also developed a statewide system for def
livering on these skills which would involve all institutions

of higher education concerned with the professional preparation
. of post-secondary vocational and technical teachers.

Two lists of competencies were identified: (1) 28 com-
petencies recommended for preservice trainingy sessions for pro-
spective teachers, and (2) additional competencies (62) considered
to be "vital to proficiency in teaching." These two sets of
competencies closely parallel the competencies ugon which The

Center's modules are based. Forms for outlining a prospective

56
60



teacher's program of study and for recording his or her proéreés
were also developed'and agreed upon.by the post-secondary insti-
tutions and institutions of higher education.

A unique feature of the procedures established is that two

basic options are available to each prospective or inservice

- teacher who particip. .:s. One option is the traditional nine

semester credit hours of professional vocatiocnal education course
work. The second, new and alternative option is the cuinsetency-
based option whereby'beginning post-secondary teachers nced {o
demonstrate mastery of at least 508% of the first set of 28
competencies as the initial step in meeting certifiéation re-
quirements. Any teacher then satisfactorily mastering an addi-
tional 35% of the second set of 62 competencies would be fully
approved for vocational teaching. )
Responsibility for'conducting this program is also shared.
Faculty at the University of Nébraska - Lincoln and at least
two vocational teacher educators from each of the other Nebraska
institutions have been trained as resource persons. A staff
member has been added to the Lincoln staff with sbecific re-
sponsibility for implementing the program. And, the Dean of
Instruction, or another staff development person has been trained

to be Supervisor on Site at each of the post-secondary institutions.

In the State of Washington, a collaborative effort for the

training and certification of occupational education instructors
in 27 community colleges has been approved by the Vocational

Director's Council, Washington Commur ity College System effective
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May 27; 1977. The State Board for Community College has con-
tracted witﬁ Central Washington State University to develop and
conduct a resource person training program for staff development
coordinators from the community colleges. A competency-based
prégram involving the completion of 21 modules (12 required

and 9 additional from a list of 25 electives) has been approved _

as an alternative to the 90 clock hours of three courses for

initial certification. The 12 required modules include:

e organize anﬁ*cupational advisory committee

e conduct an occtipational analysis

° develop‘student,performance objectives

e plan a unit of instruction

e develop a lesson plan |

. selecf student instructional materials

e prepare teacher-made instructiOnai materials

e introduce a lesson |

e summarize a lesson

e employ oral questioning techniques

¢ demonstrate a manipulative skill

® assess student performance: skills
For more information about this program, contact Owen Shadle,
Coordinator, inservice Education, Department of Technology and
Industrial Education, at Central Washington State College.

In Georgia, a collaborative brogram of training for new
7; vocational teachers which is designed to serve both secondary

and post-secondary level personnel has been developed and is
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being

tested. 'Four universities with teacher education brograms

(UuiQersity of Georgia - Athens, Georgia State University -

Atlanta, Georgia Southern College - Statesboro, and Valdosta

“State

Collége) are involved, The state has been divided into
. ‘. .

four geographic areas; each'university serving one area. A

regional teacher tralner, with a master's degree in vocational

education and at least two years of teaching experience, is lo-

- cated

at each unjversity. These trainers are responsible for

working full-time with the teachers-in-training in their dis-

tricts, with experienced teacherg"who need help making a transi-

tion from group—baséd to individualized instruction, and with

all other vocatipnal teachers desiring additional skills.

The program for new teachers is organized into two basic

_phases. Phase I is "Intensive Instruction in Survival Skills."

Within-fivecdéys after the new, uncertified teacher is hired,

the regional teacher trainer starts the new teacher on an in-
; =

tensive two week program--conducted at the instructor's school,

LY

at the teacher education institution, or at some other convenient

location~-designed to provide the new teacher with skills in the

followihg areas:

L]

basic responsibilities of a vocational teacher
developing an instructional plan

organizing the learning environment

evaluating students

identifying, adapting, and organizing instructional
materials

managing an instructional setting
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e implemehting an individualized instrﬁctional program
e teaching the disadvantaged/handicapped learner.
Phase II is an internship program lnvolving individualized

work by the new teacher for six months to a year in his/her
own institution. A minimum of ten hours of on-site assistance
is provided to the teacher by thé regional teacher trainer.
The materials used by the'téacheré are self-paced, performance-
based instructional'materials, covering the following areas:

e Organizing curriculum materials

e improving instructional techniques

° organiziﬁg the shép/lab

e utilizing community resources

e developing a learning resource center

e utilizing instructionallmedia

e evaluating and improving program

¢ developing and adapting instructional units

X utilizipg pre;criptive learning techniques

e eliminating sex bias

® utilizing student motivational techniques

* serving disadvantaged/handicapped students

¢ developing cooperative projects with other courses of
instruction

A teacher who is judged by the regional teacher trainer as
bhaving reached the required level of proficiency in phases I and

ITI receives five quarter hours of college credit and a certificate.
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Summary | .
- While-it is obvious that differeht approaches to CBSD
exist and are being used, it should also be obvious that, in. .
most cases, the collaborative approdch involving close coopera-
- tion between a university and a post-secondary- institution
offers more advantages and fewer limitations than the other two
approaches described. The best approach for any given post-
secondary institution or university can be determined only after

giving careful scrutiny to the options available and weighing

the advantages associated with each.

G5
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VIII. STAFF DEVELOPMENT PROGRAM MANAGEMENT

‘According to Hammons and Wallace (Doty and Gepner, 1976,
pP. 138) 13 management questions and issues need to be considered
" prior to initiating a pefFsonnel development program, including}

¢ What answer can be given to staff who ask, "Why do we
; o need a staff development program?"

¢ Who will be responsible for doing the planning?

¢ How will specific staff development needs be identified?

e What is the.balance between 1nst1tutiona1 priorities and
individual needs?

¢ Which staff should participate?

e How flexible will the program be? (
¢ How can staff be motivated to participate? *
e How- should the program be scheduled?

¢ Who will conduct the program?

¢ What instructional technique (s) work(s) best?

¢ What publicity should be made of the program and how
should the program be dlssemlnated? p,

¢ Should the program be evaluated, and if so, how?

¢ How should the program be funded and what other kinds of
support, besides funding, are needed?

Making a decision to utilize a -competency-based modular
approach to staff development will automatically structure your
responses to some of these questions. Answers to other questions
are provided elsewhere in this document, but, at this point let
us consider answers to management questions in five areas:
scheduling; staffing/coordination; steering/planning committee;

record keeping; and facilities.
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If your competenéy-based staff development program %g
- individualized, instructors will, of course, be workihg on their o ’
own much of the time. However, instructors also ;eed to have |
access to a resource person and to group activities, and this
requires careful scheduling. Full-time instfuctors with full
] schedules and part-time instructors with other responsibilities
each have unique time constraints which need to be accommodated
J | if the program is. to be successful
In terms of assuring access to a resource person, a variety ..
of resource persons should be designavcd for égcb gfill. A |
. ‘Lniversity-based resource person, a sta?f deveaopmeut'cooidinator,
other édminiétrative staff, and experienced teachegs are all
potential resource persons. 'Thé times atiwhiéﬁ each of these
resource persons are available should bé posted in a location
accessible to all participatihg in%tructqrst and care should be
taken to ensure that thesé availéblquimeg are distributed over
the day such that the needs of both éart-time and full-time
instructors are met. _
In terms of schedulingxsmall- and large-group activit;es,
the unique features of each institution make it difficult to °
provide a universal answer to this qgestion. Suffice it té say
that participating in such éctivities is critical to the success
of individualized programs. The Center's mcdules include many

such activities because it was discovered that\most people found

working in isolation to. be demoralizing. 1In addition, since
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‘ Staffing/Coordination

;Zaéhing i8 an interactive process, experience in interaction is

surely a key to.becoming an effective teachgf. Thus, it is
s . 5

important to ensure that, despite the many inhibitors present,.
instructors who sq desire have a chance to. meet, to interact,

to share problems_aﬁd solutions, and to practice skills in a

role-playing situation.

-

7

As mentioned ‘previously, 'a diversified staffing pattern
utilizing a wide variety of resource persons is ideai, but what

about the responsibility for managing the total program; Tha

fﬂgiterature seems to be in agreement that the program's success

depends on having this responsibility cleanly designated. When

}
a single individual located at the lnstltutlon, with or w1thout

staff has full-time reSponSlblllty for staff development with

visible support from the administration, the program has a much
greater chance of success. The further away you get from this
staffing pattern, the less likelihood there is of success. A
university-baeed direetor is geographically separate from the_‘
program and frequently has other responsibilities. A current
administrator assigned this responsibility is being asked to
provide staff development on top of.what is probably already

a full schedule of activities. A committee of faculty members

or an instructor with released time provided is stiil devoting

only partial time and effort to managing staft development.

This is not to say thal programs using s.ch management patterns

are doomed to failure, only that they are less than ideal.
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Effective, continual staff development requires the full-time
\\\\commitment of the insti£ution as reflected in full-time program
%banagement.

Another staffing consideration involves the use of con-
sultants in the staff development program. Certainly, guest
speakers and consultants can often be quite effective. However,
more often than not the staff development budget does not provide
for hiring such persons and it is important tc be aware that
their presence is not critical to the success of the program.
Even if the budget should allow, it is often preferable to pay
qualified institution-based personnel to perform these extra
duties. Such personnel have_a clearer view of the skills needed
by staff at that particular ihstitution, and rewarding these

personnel for their expertise can motivate other personnel to

increase and upgrade their skills.

Steering/Planning Committee

If the staff developmeq} program is to be truly effective,
1t must be responsive to the needs of the community serves? by
the institution, and to the;needs of the faculty. Thus, iv is
essential that representatives of these groups be involved in
the planning and implementation of the staff development program.
Such committees--composed of persons from industries for whic .
the institution offers training, experienced faculty members,
teachers-in-training, uni- ersity teacher educators; post-secondary
administrators--can be asked to provide input concerning many

aspects of :he staff development program. They can be involved
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in the planning stages, help establish the competencies to be
addressed, monitor program progress, assess program materials,
and assist in evaluating program effectiveness. In additioq,
their ongoing ihvolvement and support can increase the likelihood

that the program will gain faculty, and perhaps financialk support.

Record Keeping

There are some highly desirable characteristics of CBSD
record keeping that should be incorporated even in a simple and
basic system, including (Fardig, Norton, and Hamilton. 1977, p. 62):

* The system must store a record of the instructor's entire
proposed program. '

* The system must provide an accurate record of the pro-
' fessional teaching competencies the instructor has mastered.

e The system must align competencies completed and credits
awarded.

e The system must record dates of competency attainment to
serve as progress checks.

¢ Instructors must have access to their own recourds to
determine status.

®* Resource persons need easy access to records in order to
advise instructors, plan their own work schedules, and
analyze program results.

¢ Official records must be tamper-proof.

* It must be possible for resource persons to record entries
quickly and conveniently at any time during the program.

Staff dewé€lopment programs using The Center's modules can
use any or all of the record-keeping devices developed to support
use of The Center's materials. One key device is the criterion-
referenced Teacher Prrformance Assessment Form, the final device

in each Center module. Once this form has been used to evaluate

»
-
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an instructor's skill in a given competenc)V a copy of the com-

pleted form can be kept in the instructor's\file to document
his/her performance. \

The instructor training profile developed by Holland College
and :he Vocational Teacher Competency Profile developed by The
Center (see following pages) are effective, yet simple, devices
for monitoring instructor progress through the program. Such a
device can serve several functions equally well. One can use
this device to help instructors evaluate their present skills
and identify those skills they wish to'pursue. One can record
on this device which skills have been attained and the level of
proficiency attained. And, one can use this device as a tran-
script for providing other employers with information regarding '
the instructcr's extent and level of competency. In addition,
such a device, used properly, can encoufage instructors to up-
grade and increase their skills. (Additional information on

more sophisticated record-keeping systems can be found in The

Center's Guide to the Implementation of Performance-Based Teacher

Education by Fardig, Norton, and Hamilton).

L]

Facilities

Certain facilities are needed to support a staff development
program, yet this need not be an insurmountable problem. Space
is needed to house the modular materials and supportive resources.
Space is needed for instructors to use the supporting audiovisual
materials. Space should be provided for instructors to work

individually and quietly, and to work in small discussion groups.
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And ideally, a videotaping siudio/classroom should be provided
to allow instructors to videotape their performance for self-
evaluation purposes.

Yet, the experience of Holland College proves that such
facilities need not involve great expense. Using an existing
old facility, similar to those public schools attended by Americans
in the fifties, classrooms were converted to resource centers,.
and hallways were equipped with carrels where instructors could
work individually on printed or audiovisual materials.

It goes back to institutional commitment. For the program
to work, instructors must be convinced that the administration
is committed to facilitating their staff development activities.
The needed facil;ties do not have to be sophisticated; they need
to be practical. If an instructor needs to view a slide/tape:
and does not have access to the tape, or the equipment, or space
~ for viewing the tape, motivation quickly declines. Ensuring
easy access to materials, equipment, and designated space can. go
a long way to encouraging active and effective staff development.
(Again, additional information on facilities for PBTE programs

1s available in The Center's implementation guide.)
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IX. ORIENTATION OF PERSONNEL

The Need
It ié'not endugh that the staff development coordinator

'is convinced of the neéd to implément a competency-based staff
development program. If the installation of a CBSD piogram is
to be supported, and if it is'to be successful, it will require
the gpderstanding and cooperation of administrators dnd teachers
thrbughout the institution. 1In this case, the key to under-
standing is information, and the basis for cooperation is
'commitment. . | |

’ Because the competency-based approach is a relatively new
strategy ;n personnel"déyelopment, many individuals will have .
only a iimited knowledge of CBSD principles and their practical
impl;cations. chers will have some knowledge which may be
distorted tHrough inaccurate information. Consequently, an
orientation program is in order as one of the first steps toward
achievingiécceptance of a competency-based staff development
program. Such a program should be designed to reach all members

of the groups concerned and should provide them with accurate <f

information about CBSD.

Topics for Consideration in the Orientation Process

The goals of the orientation program are to improve under-
standing, and change attitudes, values, and behavior patterns of
those involved in staff development. Many of these attitudes

and values are closely tied to the individual's concept of

71

79



himself or herself as a professiopal, and are thus raesistant to
change. The process of orienting teachers, admini;trators and
appropriate others to the concepts of and reasons for competency-
based staff development should not be underestimated, nor should.
it be undertaken without careful planning and forethought.

The listing which follows includes the groups of individuals

who need orientation ta.CBSD and suggests possible content areas

for the orientation program. The emphasis given to each topic

.Will need to be determined according to the group's previous

understanding and experience. In most circumstances, however,

" the initial phases of the orientation process should deal with -

general principles rather than speqific problems, The main
objectives a£ this stage should be to lay the groundwork for
suggequent discussion, to corfect inaccurate information re-
qaréing the competency-based approach, and to allay the mistrust

\

and anxieties which often accompany an introduction of new ideas.

~ Administrators

The need for effective and systematic staff development

The need for change in staff development

CBSD Program concepts and characteristics

Potential effect of the CBSD approach

Selection of competencies based on teacher's, needs

Training teachers in an actual school iéttind

General estimate of costs

Administrative strategies

Effect on personnel (staffing, i.e. need for resource
persons, steering committee) -

Ongoing programs in other institutions

Proposed instructional materials and proqgedures

Teachers
Basic concepts of CBSD

Selection of competencies based on teacher needs
Relationship of CBSD to improved teaching performance
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Personalized approach to professional. development
Modules and independent learning
Roles of the teacher and tgg’resource person

Resource persons

Concepts and characteristics of CBSD : o
Potential effect of CBSD ' . /
Proposed instructional materials and procedure /
The instrumental role of the resource person: helper/
facilitator, advisor/counselor, evaluator/ar zessor

State Education Agency Personnel

The potential of CBSD for teacher improvement
Relationship of CBSD to public pressures for accountability
Identification and acceptance of teacher competencies
as a basis for certification '
Ongoing CBSD programs in other states
The role of the state agency in supgporting CBSD efforts

Orientation Techniques

Information about CBSD and orientation to its concepts can
be presented to target groups in a number of ways. Whaéevef the
.

format, the process should be, in essence, one. of communication, -
not coercion; discussion rather.than decree. In selecting
communication techniques, the staff developmenht coordinator
should consider the following:

¢ Informal conversations with individuals and small groups

e Small- and large-group discussions

e Conferences and workshops

¢ Group retreats

® Formal presentations and symposiums

® Brochures, position papers, and other documents

® Multi-media techniques
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To bring a sense of realism;épraéticality, and urgency

to the CBSD awareness effort, two other apbroaches are especially

worthwhile. One is to invite to the institution an outside

consultant (dr group of consultants) who have had experience in
implementing CBSD programs. In many bases, outside consultants
serve to. enhance an institution's receptivity to CBSD. Another
extremely valuable activity is to arrange for a selected group
of local teachers and‘administratbrs to visit the sites of on-
going CBSD programs. The enthusiasm of CBSD adherents is uéually
infectious, and such visitations provide a level of understanding

L 4

whicn may not be achieved otherwise.
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X. EVALUATING THE STAFF DEVELOPMENT PROGRAM

Why Evaluate CBSD Programs?

The answer to the question "why evaluate?” usually varies
from one progrém to another. 1In fact, different beople working
in the same program often answer the question differently.
Therefore, it becomes obvious that there is no single "right"
reason to evaluate a particular CBSD program. Five (5) reasons

to evaluate CBSD programs can be identified:

Figure, 1l - Why Evaluate?
Example

(l) 70 determine whether the are the instructors
CBSD program is accomplish- utilizing resource
ing the objectives it was persons?
designed to accomplish
iboth overall CBSD objec-
tives and teacher objec-
tives),.

{2) To identify strengths and Is classroom-type staff
weaknesses of the CBSD development followed by
program so that quality of on-the-job experience, a
staff development mayv ke successful learning .
improved. technique?

{

(3) "o determine whether the Do the outcomes from
inputs of trainiug (e.q., CBSD programs juztify
cost, time efforts) justify the costs?
the kenefits or outcomes
of the CBSD pr.grams.

(4) To establish a data base Are the instructors
which can be used by attending all staff
policy-makers as an input development sessions?
in the decision inaking.

(%Y  To identify unintended Is there an increase in
outcomes that are accom- cohesiveness among the
plished throuyh the CBSD instructors?
program.
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Each CBSD program will be evaluated for different combinations
of ‘reasons, and the priority of the reasons probabiQ-Qill vary.
However, in general, it can be said thaq the CBSD programs will
be evaluated in order to improve the staff training as it op-
erates (formative evaluation) and to de?ermine the overall
success and impact of the progrém (summative evaluation). The
inforﬁation gathered through the evaluation process should aid
in decision-making when revising the CBSD program, both mid-

stream and after it has been completed.

What is Evaluation?

As with the question "Why Evaluate?", the term "Evaluation®
‘has different meanings for different people. The confusion
that arises over a definition may be simplified a bit if we
.think of evaluation as a process that we use daily in our per-
sonal lives to help us make lecisions. For example, when
choosing whether to purchase shoe A or shoe B, we ask ourselves
a number of questions regarding prices, comfort, style, and
color to name a few considerations. After deliberating, we
make a choice, i.e., we have evaluated which shoe to purchase
based upon our need for the shoe and the other relevant con-
siderations mentionci above. Specifically, we have ascertained
the value or worth of each shoe using criteria (price, comfort,
etc). This ie the heart of the evaluation process, our working
definition. |

Our d=finition may be broadened by looking at the purpose

of Lhe evaluation process. The purpose of evaluation, according
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to Daniel Stuftlebeam (1971), is not to prove but to improve.
He ties the evaluation process closely to decision-making.
Another way of expressing the multi-dimensionality of evalu-

ation may be visualized in Figure 2.

M " "= N —
Figure 2 — Evaluation is an Ongoing Process

ACTIVITIES

Progrém Evaluator’s Suide,
Educational Testing Service, 1977

The diagram depicts evaluation as an ongoing process. It is
cyclical, i.e., it occurs before the CBSD plan begins, during
the implementation of the CBSD plan and after the CBSD plan

is completed. It illustrates that the evaluation of the CBSD
Plan cannot exist as a separate entity--it must be developed as

an integral part of the CBSD plan. If we look at the diagram
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clodely, the above points can be tied together.

considered to be the nucleus of the process.

-

st

the core, it interacts with:

Evaluation is

Since it is at

(1)

(2)

(3)

(4)

Figure 3 - JAulti-dimersiorality of Evaluation

Dimension

Needs
Assessment

Objectives

Activities

Results

Definition of
Dimension

Evaluate to deter-
mine the needs that
support the exist-
ence of the CBSD
program.

Evaluate to deter-
m. 2 if the program
objectives are con-
sistent with the in-
formation from the
needs assessment.

Evaluate to deter-
mine if the planned
activities are
meeting the .
objectives.

Evaluate to deter-
mine 1f the activi-~
ties produce the
desired results, as
identified in the
objectives, based
upon the needs
assessment. This
information algo
becomes part of the
data base for a new
needs assessment.

Example

The need exists
for training in
the use of media
techniques of
instruction.

The objectives (to
be able to use
filmstrips, trans-
parencies, etc.)
are evaluated and
found to be con-
sistent with the
need to use media
techniques in
instruction.

The individualized
training in media
techniques and
practice sessions
are designed to
mz2et the okjec-
tives.

The participarits
understand the i
various media
techniques avail-
able. They have
1ncorporated them
into teaching
activities. Addi-
tional training

in videotaping

et

-techniques is 4

desired by 30% of
the participants.

78
56



The diagram suggests there is a constant feedback between
evaluation activities and each of the four (4) areas. This
feedback leads to revision of the CBSD plan. THEREFORE, WE
SHOULD LOOK AT EVALUATION AS A TOOL THAT HELPS US TO ASCERTAIN

THE VALUE OR WORTH OF THE CBSD PLAN AT DIFFERENT POINTS IN TIME,.

5 THE INFORMATION GATHERED THROUGH THE EVALUATION PROCESS WILL

PROVIDE DECISION-MAKERS WITH INFORMATION THAT CAN LEAD TO RE-

VISIONS OF THC CBSD PLAN.

How Do You Plan an Evaiuation?

Before an evaluation method is chosen or a specific
evalQation tool is designed, the evaluation should be planned.
One way to think out the evaluation process in order to fit
your needs is to answer the question: Who needs what infor-

mation, when and in what format? Figure 4 illustrates this

process: 5
Figure 4 - Planning the Evaluation \\
Questions Definition of the Question Example

Who? Who is the information Dean
collected for?

What? What information should Effectiveness of
be collected? Inservice

Training

When? wWhen does the dean need May 28, 19
this information?

What Format? How will'it be shared? Short written re-
(Think about how the dean port listing the
will use the information.) strengths, weak-

nesses, and rec-

. _ ommendations for
imporoving inservice
training.

7¢
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What Types of Evaluation Methods Are Available?

After yoﬁthave dete;minéd who needs what information,
when and in what_format, the next step in the evaluation process
is to identify the typé(s) of evaluation methods that best
serves your needs based upon (1) the phasé of the .CBSD plan and
(2) the possible decisions to be made at each phase.of the CBSD
plan. These relationships are illustrated in Figure 5.

(A) Needs Assessment - See Chapter IIT

(B) Formative and Summative Evaluation - Formative evaluagion

activities otcur when thé CBSD Hrogfam is in progress. Even
the best laid plans need to be reshaped a?d refocused once im-
plemented. 1Its goal is tc impreve the staff development program
activities as it progresses by red-flagging those areas re-
véuiring mid-stream corrections. Formative evaluations usually
center around four (4f questions: |
l) 1Is the CBSD program still on taréet with its objectives?

2) Wwhat are the strengths and/or best features of the
CBSD program? - :

2) What are the weaknesses and/or problem areas of the
CBSD program?

4) How can the CBSD program be improved?
Summative evaluation on the other hand, looks at the sum worth
of the CBSD program after it has completed a cycle. It should
be noted that formative and summative ewvaluations are not mu-
;;dgily exclusive, but should be complementary. The distinction

between formative and s'mmative évaluations can be illustrated

by thinking of an airplane trip from New York City to Columbus,

* 80 éfH
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Figure 5 -~ Types of Evaluation

Phase of a . Type of
CBSD Program | Decision Evaluation

. ¢ Have the Top
- Planning Priority Needs Been Needs
Identified Assessment
?
How Can .

implementing the Program Be Eor:nat!vo

2 Improved valuation
?
] Has the S .

Recycling Program Had ummative

: 3 Evaluation

an Impact
?

Adapted From: Adams, Kay Angona and Walk=r, Jerry P.,
- Improving the Accountakility of Cereer Education,
The Center for "ocational Education, 1977.
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A summative evaluation would primarily be concerned with whether = .,
the airplane'arrived at its destinﬁtion on time. The formative
evaluation would occur in flight and would monitor the distance

achieved per hour versus the planned arrival time. If the forma-

" tive evaluation shows that the airplane will be late in arriving,

"the crew could then alter its speed, course, etc. in order to

try to meet the planned arrival time.

Formative Evaluation of CBSD Program i : .

The type of formative evaluation activities used with
CBSD programs will vary based upon individual needs. = Paper-and-
pencil measures are often used, such as questionnaires, cégnitive
tests, attitude scales, and performance tests. However, other
measures, such as interviews, simulations, review of records
(e.g., attendance), assessment of products deveioped by learners,
reviews by external panels, case histbries, and systematic ob;,
servation, are not traditional measureg,}but-can provide the"
evaluator with a wealth of information. Foﬁr (4)-specific
methods are presented below:
1) Informal feedback from participanté is a useful tool
that allows the staff development coordinator to get
_immediate feedback from participants regarding the

quality of training, effectiveness of the presentation
and the physical facilities. ‘

2) Observatlon during the training session will allow
the staff training director (or advisory committee)
to monitor the extent of group interaction (e.g.,
questions, particination, note-taking, etc.) <

3) Questionnaires may be used to ask participants their
perceptions of the strengths and weaknesses of the
training session, quality of the training session,

J0



important materials or topiés they perceived covered,
physical facilities, etc. (See Sample #1, 2, and 3).

4) Diagnostic. Performance instruments may also be used,
-especially If the CBSD program is modular in nature.
The performance instruments would be used by the
supervisors to determine if participants have mas-
tered the competencies taught in that training com-
ponent before he/she progresses. 1If this method is
chosen, the criteria for acceptable performance should
be clearly defined. .This type of evaluation at
selected points in the CBSD program is important
because should a competency not be mastered by par-
ticipants, it will be identified and the CBSD program
can be altered (or "improved") to include & second
review of that competency before the program pro-
gresses. (See fample #4).

The four (4) formative evaluation methods listed above are com-
plementary. The more methods used, the more comfortable you
may feel with the evaluation results collected. However, it
should” be remembered that evaluation is a tool to improve the
CBSD program; so, the evaluation methods you choqse should be

helpful, rather than burdensome. *

Summative Evaluation of CBSD Pirogram : ,

The summative evaluation activities may have two foci
P : . ) )
which are not mutudlly exclusive: the overall evaluation of
CBSD activities and the impact of the CBSD program.,

Overall Evaluation of the CBSD Activities. This type of

evaluation is usually in a questionnaire format. It is geared
toward looking at the CBSD activities from an overall perspective,
since how the "pieces of the puzzle" of the CBSD activitics program
fit together should be clear to the participants by this point. To
achieve this overall perspective, the questionnaire may tap, for

example, organizational items (e.g., physical facilities,



length of training); stronger and weakér features of the training
program; suggestions for improvements; substantive areas re-
quiring additional training; etc. (See Sample #5).

Evaluation of the Impact of the CBSD Program. When evalu-

ating impact, the question ariseé,Awhat kind of impact?ulThe
type of impact £o be studied will vary based upon the reasons
chosen to evaluate the CBSD. program. gor examplé, impact can be
evaluated in terms of:

(1) How well were the oVerail.CBSD program objectives
met? When assessing the success of meeting objectives, it must
he ensured that the objectives are clearly defined so there is
little misunderstanding of the inte:rt of the 6bjective. .For
example, one objective of the CBSD program may be to providg
instructors with the knowf;dge and skills to incorporate media
techniques into their teaching by June 1. To measure if this
type of objective has been met, a questionnaire format is usually.
used. These questions may be incorporated in the general evalu-
ation of CBSD activities by the participants (See Sample #5).

In addition, the question of the extent to which the objectives
were met may also be directed to each participant's supervisor
andvto iustitutional administrators (if desired).

| (2) * How well were teacher objectives met by the CBSD
program? As opposed to the overall CBSD program objectives
given above, learner objectives "key into".the competencies
and skills which each participant should acquire and develop

as a result of staff development activities. For example, one
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learner objective may be to create transparenéies/that will be
incorporated in each participant's introductory lesson plan.
A variety of tests (e.g., performance tests, objective knowledge
" tests, self-;ssessments, peer or teacher rating,.etc.) may be
“used to asses§ each participant's level of performance for each
competency included in the training progrém (both before and
after training). This pre/post test désign will identify growth
of each participant by competency area (Sample #6 illustrates
one pre/post dgsign). |
(3)' How cost effective was the CBSD training? Cost
effectiveness evaluation may require specialized expertise to
undertake.  Although we will not delve into this type of evalu-
ation in detail, a few items should be noted. First, data should’
. be collected in a number of areas, including total program cost
per year, ﬁer participant and program operation costs. Secondly,
when identifying costs, distinguish between start-up costs and
yearly oOperating costs. Start-up costs may be distributed over
the life of the equipment or materials to reflect a more realistic
cost figuréc Thirdly, cost saving.practices (e.g., use of vol-

unteers, community resources) should be included.

Summarx

- .
1) Although the reasons for evaluation vary, they usually

center around determining if the CBSD program objectives were

met, strengths and weaknesses of the CBSD program, and the cost-~

effectiveness of the CBSD activities. The information gathered

" should be used as an input in decision-making.
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2) Evaluation ' is a tool that helps us to ascertain the

value or worth of the CBSD program at Qiffereng;gpints in time

(since evaluation is an ongoing or cyclical process). The in-
formation gathered through the evaluation process will provide

decision-makers with information that can lead to revisions of

the CBSD program (i.e:, improvements in thé CBSD program).

[ e

3) Different types of evaluation methods are available

to the evaluator. Needs assessment is discussed -in Chapter III.

Formative evaluation methods are used while t?e CBSD program .

is in operation. Their goal is identifying tﬁe stréngths of the

CBSD program and to red-flag those areas requiring mid-stream

not limited to pencil~-and-paper measures (e.g., questionnaires,

diagnostic performance instruments), interviews, informal feed-

back and observation. Summative evaluation looks at the sum
worth of the CBSD program. It has two foci:. evaluation of :the
overall evaluation of tﬁe CBSD activities and the evaluation

of the impact of the CBSD activitieé. The impact evaluation may
" tap how well the CBSD prﬁgram met its overall objectives, how
well the CBSD program met its learner(ébjectives, and the cost-
effectiveness of the,CéSD program activities. It should be
rcpeated that needs assessment, formative evaluation, and sum-
mative evaluation are complemen?ary evaluation methods that are
used at different stagés of the implemenéation of the CBSD

program.
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SAMPLE #1

Daily Feedback

o

Please nespond to the following topics by checking the redponse,
wheeh best neglects your opinioh concerning (1) the effectivencds
of the presentation(s) 4n stemulating youn thoughts; [(2) the
potential usefulness of the information presented to apply

OL your work setting. : - )

How Effective? | { How Useful?
R ll ‘ ¢
Iy - >{ ! o~ >
all -~ >4 r~ 4 ™
S > O ‘*LC-' <yl |
uzz-g' Topics ’ uﬁzmg
Rl pic =M Ea b
. qwcu oy ul.a) -
SlAlooyw IRl kol ies EY)
O|~| O~ % ; O|—| Ol-—| %
Zln B m W Zln| x|
C . \ ) .
l) Mission of Post-Secondary Education
2] US1ng of Mé&dia Techniques in teaching
37 _ " o .

® !

L

Possible Open-Ended Questions

1. ﬁriefly describe two positive outcomes that resulted
from today's activities for you.

2. For thos2 segments of the training -activities which you
found least useful, please indicate why (e.g., subject:
matter, methods used). ! '

3. How could«the activities/presentations have. been improved?

4. wWhat aspects of today's activities would you like to
see emphasized further? Why?

5. What aspects of'today's activities would you like to
see deleted? Why?
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SAMPLE #2 = .»

Daily Feedback , -
' \
\

Please provide your candid response to the fallowing questions

about today's activities. All data will be held in confiaence.

s - \
: \
-Organizat{on |

t

1. Tjé quality of the pre-staff development activiiy infor-
mation was . :
|

éétstandiqg» Good Average Fair Poor

\q‘,( .
1 ) 2 3 . 4 5

Comments:_ ”

2. The meeting facilities were

Outstanding Good Average Fair Poor
1 2 . 3 4 5
Comments:

3. The choice 'of staff development topics were

Outstanding Good Average Fair Poor
1 2 3 . .4 . ...
Comment.s:

4. The choice .of presenters were

Outstanding Good Average Fair Poor
1 2 3 4 5
Comments:
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The small;group sessions were

Ooutstanding Good Average Fair Poor
1 2 3 4 5 |

Comments:

The large-group sessions were

Outstanding Good Average ‘Fair Poor
1 2 3 4 s

Comments:

The materials distributed werel

Outstanding -Good | Average Fair Poor
1 2 3 4 5

Comments:

The staff development aét;vity as a whole was

Oﬁtstanding Good Average Fair Poor
1 o 2 - 3 4 .5

Comments:

Content

Please record what your r jor objectives for participating

in this training session were.

89
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To what extent were the benefits of the program cofé??tent
with your major ‘objectives?

Very _ ' . ‘ Not
Much Considerably Partially Somewhat At All
1 2 3 -~ 4 5

Comments: : : ’ .

To what extent did the information presented add to your
knowledge and skills? '

Very : Not
Much Considerably Partiall Somewhat At All
- > & —

1 2 3 4 5
COmmentS 2 . !

Indicate the extent to which you gained new insights on
how to improve your professional performance.

Very - Not
Much Considerably Partially Somewhat At All

1 2 : © 3 ' 4 5
Comments:

{
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SAMPLE #3
* WORKSHOP ON COMPETENCY-BASED ADULT .
VOCATIONAL INSTRUCIION
. 'Y PS - ]
Please circle the . %
appropriate rating. :
‘ ] AHEARTY!  NO,* .. .
B a4 .- 3 S LOUSY ADDITIONAL
GREAT! BOO COMMENTS
®
Y. Did the session deliver
* what was promised? 1l 2 3 4
92. Was the session relevant . _
to your needs? 1 2 3 4
3. Do you feel that yqQu -
_ learned something useful? 1 2 3 4
4, Was thc level of treat-
mant of topics appropriate? 1 2 3 4
.| 5. Were the following
effective? '
a. Vvisuals 1l 2 3 4
b. workshop notebooks 1l 2 3 4
c. audience participation *
in large-group sessinns 1l 2 3 4 .
d. ¢ small-qroup“sessions 1 2 13 é

6. Were the deliveries of
presentations authoritative? 1 2 3 4

7. Were the presentations
interesting? 1l 2 3 4 :

8. Were the presentations :
entertaining? 1 2 3 4

¥. Was thec session
well’ organized? 1 2 3 4

10. Were the overall session
activities and ideas
interesting? 1l 2 3 4

1l. Were the presenters
sufficiently prepared _ _ :
and knowledgeable? 1 2 3 4

12. WwWas the pte-saasion
information sufficient? 1 2 3 4
91
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Sample ¥4 .

TEACHER PERFORMANCE ASSESSMENT FQBM

" Develop Student Performance Objective (B-2) _ . .

4 .

! Name

Directions: indicate the ievei of the teacher's accomplishment by placing
an X in the appropriate oox under the LEVEL OF PERFORMANCE heading. o

If. because of speria! circumstances, a performarice component was not
——————applicabls, or-impossible t execute, place dn X in the N/A box. S———

’..

4 . | o " LEVEL OF PERFORMANCE

v -

-
pa

AN
.
.

Componcfm °
1. All objectives contained a statefhent of performance .

0]

2. The'performance statements contained an action verb- .

",
“o0,
o
ey

3. The performance statements described the activity in
.which the student wouid be involved in sufficient detail to
DO UNAerstood .. . e e

4. All objectives contained stated or implied conditions

5. The conditions were reahstnc in terms of the performance
called for ... .. ... e N

6 All objectives specified criteria for achievement .. .....

7. The criteria were realistic in terms of the performance

. required ..... .. e et e

8. The criteria were realistic in terms of the conditions out-

hned . e
Domains

9. Cognitive domarn objectives were included ...........

10. Cognitive ohjectives which required more than mere recall
were included ...

11. Psychomotor objectives were included ... ...........

12 Psychomotor objectives were included which required .
more than mere imitation of the instructor ............ . h._]

'. 13. Aftective domain objectives were included .. ... .....
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o e qu«sf ______ -

b

14. The affective objectives were realistic-in terms of occupa-
tional requirements ................. e A .

15. The criteria for the atfective objectives provided alterna- .
‘tive ways for students to demonstrate the feelings/
a"ltuaes ................................... T e e

Sequencing : .
16. The objectives were arranged in a logical sequence ... ¢ e

17. The sequence brovided for the accomplishment of an-
abling objectives before terminalones .............. o

18. The sequence facilitated student accomplishment of the il \ 5
ODJOCLIVES . ... ... e i e \ '

LEVEL OF PERFORMANCE: All items must receive N/A, GOOD, or EXCELLENT rasponses. If any it.em‘ :
receives a NONE, POOR, or FAIR response, the teacher and resource person should meet to determine a

what additional activities the teacher needs to complete in order to reach competency in the weak \'
area(s). * |

'\,. .
, | \
Levels of Performance for Final Assessment 3 @
N/ A The criterion was not met because it was not \
applicable to the situation. ' : \
None . : No attempt was made to meet the criterion,
although 1t was relevent :
Poor The teacher is unable to perform this skill or “
has Only very limited ability to perform it. \
Fair . The teacher is unable to perform this skiti iy an - ) :
acceptable manner, but has some abllity to perform it. . o \
Good  The teacher is able to perform this skill in an
effective manner . . !
Excellent Theieacher s able to performthis skillin a

very effective manner.

-~
!

Source: Performance-Based Teacher Education Project, The Center

for Vocational Education, "Develop Student Performance Objectives”
(Module B-2), American Association for Vocational Instructional .
Materials (University of Georgia, Athens).
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Please frovide your candid responses to tﬁe following questions
~.abcut the gtaff development activities.. The information. will..

o - [
/ . -, . .
*

SAMPLE #5

4
4

Summative Evaluation: CBSD Activities .

be used to improve future staff development activities. All
data will be held in: confidence.

o

\ ‘ -

A .
Background Information (Optional)

What is your present position?

¢

Full-timg instructor

Part-timéainstructor

Other (specify)

- . )
. . e K

How many years have you been in this role?

.

In how many other staff development activities have you
participated? .

l -3

9¢ luZ

(4




f‘

Planning and Implementation

¢ *

Rate the overall quality of the staff development activities'by
circling the.appropriate rating for each of the following items:

. . - e T \
T ) ® Quality
' ~Poor ‘Fair Average Good Outstanding
1. Pre-staff devélopment T 2 3 4 5 =
activity information
2. Meeting facilitieg 1 2 3 4 5
- . ' A‘ . ‘
3. Choice of staff
development topics 1 2 3 4 5
4. Choice of presenters 1 2 3 A 5
.5. Small-group sessions. 1 2 3 4 5
;
6. Large-group sessious 1 2 3 4 5
7. Simulation group ,
3 sessions 1 2 3 |4 5 }
8. Materials distributed 1 2 3 "4 5
8. Staff development
activity as a whole 1 2 3 4 5
g
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'Staff Development Objectives

hY

v
[ ]

indicate, by circling the appropriate rating, how much impact

the staff development activitiggﬂgggg_had_inmyourwab%lity to

. do the following: 7" "
_ ~ o xY,
0. ) L
Y % Amount of Impact - s
- Very Very
Objective . Little Little Some “Much Much
l. To state a rationale .1, 2 ._ 3 4 5
for career devuiop- -
ment. ' _
2. To use simulation
materials in teaching. 1 2 3. "4 5
3. 1 2 3 4 5
4. 1 2 3 4 5
5. 1 2 3 4 5
6. 1 2 3 4 5
s
4 -
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Ic};



P

Recommendations . {

-

l. -What were the best features of the staff develbpment : -
activities? . ' e e

B T T T I A

Q

. © 2. What were the weaker features of the staff development
. activities? . v

¢
’ <

3. What suggestions would you make for improving future staff
developmgnt activities?

8

. 4. Did the staff development activities meet ydur personal
objectives for participating in the training activities?

¢
L]

4
9 . ~-

5. In what areas would you feel édditiongi staff developmen}
’ is required? ‘ ~
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BL I S e ggﬁimaté of gerfofmance, SRS

) (Conf&dgntial) . e >
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- This booklet contains several easy2to-complete items.
» Please respond to each item as frankly as possible. You ne&d ,
not' respond to any item about which you feel reluctantz :

L]
)

" N .
, The items ar® designed only to collect information related
to the Institute. VYour responses will be pt confidential and
not -used to make any judgmental stateme 'gkgbout yod or anyone
else. In order to match instruments while maintaining..anonymity,
please nse your phone number to identify, this and subsequent " .
. materials you turn in, - -

4

A

v Home Phone No.

Date '  /
‘Module No. -
\ X * a

National Institute for Performance-~Based Teacher Education
The Center for Voéational Education -
The Ohio State University
1960 Kenny Road
_Columbus, Ohio 43210

1975

os ., T
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[ 4 P v, ) ' ‘
-~ 2dapt, Utiljze and Evaluate PBVTE' Curricular Materials. --—-—————— -
o (Module X-101) .
3 : )

Directions: The, following tasks describe several of the per-~

. formance components necessary- to effectively adapt, utilize ‘
and evaluate PBVTE in an actual institutional setting. ‘Using -

the definitions for each level of performance given below, you

are tc’ respond to several -items on the next two pages. First,

Please study the definitions given below. o .
e . /4 . ; . . ¢ —
- Poor: - You are unable to pé;form this task, or have
- . only very limited ability to perform it. B v
Fair: You are unable toé.perform this task in an >

acceptable manner, bdt have some ability
to pergorm it.

Good : You are able to perform this task in an’
. . effective manner.

Excellent: You are able to perform this task in a very
effective manner. ‘

~ : [}

w

Now, please respond to each of the items by checking (v) your
current estimated level of performance. :




1.

?

5w, -

" based teacher education

As—At- th1s time;—how well can-you
perform (execute) the following
‘tasks?

education.

. needs and select appropiiate

‘"Develop and make operational

-/

« LEVEL OF PERFORMANCE

Poor

Fair

Good

A

Identify the need for
improving alternative
approaches to personnel
development in vocatlonal
education. .

"Excellent

Describe the cbncepts\and
rationale underlying the
PBTE approach to teacher

Describe the nature and use
of modularized performance-
based professional

eacher -
education curricula

Compare and explain the
differences between PBTE,
programs and traditional
programs of teacher education.

L=

Explazn'alternatlve approaches
for implementing preservice
and in-service performange-

programs and materials.

Assess individual student

PBVTE curricular materials for
meeting the professional
preparation needs of present
and prospective vocaticnal
teachers.

an appropriate teaching-~
learning design for
implementing PBVTE curricula
components in your institution.

Serve effectively in the
teacher educator role as

resource person, advisor, and

evaluator.

100
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YETEY] Fairr | Good | kxcollont

9. Orient prospective and in-
- service teachers to their
role and responsibjilities in
using performance-based .
‘. curricular materials.

10. Evaluate the quality and
- effectiveness of performance-
based materials in developing
c specified professional
teacher competencies.

1ll. Objectively assess a
teacher's ability to perform »
specified competencies in an
actual classroom situation.

l2. Assist with the training of
other vocational teacher
educators and administrators
who desire to adapt, utilize,

-and evaluate PBVTE curricula.

B. How gany times have you already adapted, utilized, and
~gvaluated PBVTEVin an actual institutional setting?

.

-

0

18 o7

4-6 _
T 7-9

10 or more

C. At this time, how well do yow feel you could adapt, utilize,
and evaluate PBVTE in an actual institutional setting?
(Consider all of the tasks involved).

AN
Poor \
Fair
Good
& Excelhent
! 101
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" students, administrators, and teachers who are invdlved in

INTRODUCTION

Purpose

Occupational education programs increased at an
unprecedented rate--both in numbher and enrollment--during
the 1960s8. 1In thgt period of accelerated growth, the emphasis
was on the injitiation of programs and the "acquisition of ’
facilities. In‘the }970s, however,rsince'the programs are
established and facilities procured, the priority is
directed toward persons, toward the particular needs of
occupational education. Implied in this priority is the
implementation of programs which will foster the professional

growth of teachers and result--ultimately--in the growth of

'students. With the recognition of persbnnel development as

a valuable mechanism for the improvement of occupational
education comes the question of what to include in the

content of such programs. Although the issue of a program's
substance depends to a great extent on the needs of individual
teacpers and their regpective institutions, it is apparent
from the literature that occupatidnal teachers hold

in common certain philosophical and pedagogical needs. The

purpose of the literature review was to identify these generic

[1p



needs. This review, then, }s a resource document for use
in the deSign of personnel development pfograms for teachers
of post-segondary nccupational education.
| Definicion of Terms
In order to assure a common understanding of the key
terms used throughout this. review, the following deffnitidns

3

are offered.

l. Community college is used as a referent for both
community and junior colleges. . ’

2. Occupational: education is used with reference

to vocatipnal-tecnnical education programs conducted in
institutions of post-secondary education, incihding
communiiy colleges; techhical inétitutes, area vocational-
tecnnical schools, proprietary vocational schools, and

senior colleges and universities.

3. ggrsonnei development and staff development are

used interchangeably to mean "enhancing talents, expanding

the interests, improving the competence, and oﬁherwise

facilitating the professioﬁal and personal. growth" (Gaff,

P. l4) of teachers in institutions of occupational education.
4. Teacher is used with referenée to the person who

instructs post-cecondary students. The term instructor gﬁ

used interchangeably with teacher.
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THE EMERGENCE OFpOCChPATIONAL EDUCATION

The rapid expansion of occupational education received its
first impetus through the National Defense Educ&tiqn Act of 1958.
r This act authorized an anqyal appropriation/of $15 million'
to supporQ‘?pfagrams linked‘egclusiveIQIto the training of
highly ;killed.technicians in recognized occupations
necessary to the national defense" (Strong and Schaefer, p. 9).
- Between 1958 and 1968, the increased national demand for
technological and skilled manpower mandated-?in effect--the
expansion of occupational programs at the post-secondary level..
The Vocational Education Act of 1963 and the Vocational
Educ&tion Amendments Of 1968, provided additional financi&l
resources for occupational education. Acqording t; Medsker
and Tillery, "As a result of the Vocational Education Aqt\
of 1963 and otherdgnébling federal career .legislation .
passed in the mid-1960s, massive financial support was
given tc the development'qf the widest array of occupational
training programs in the history of public community college
education" (p. 21). Concurrently, community college enroll-
ments increased by 271 percent between 1960.and 1970, and the
number of these institutions increased by 61 percent (O'Banion,
1974, p. 24).
The accelerated interest in occupational education at the

two-year post-secondary level was recognized in the passage

of Title X of the Education Amendments of 1972. Cited as




i
"the first attempt on the part of Congress to promote community’
colleges" (Burkett, p. 64), Title X authorized federal and

state mechanisms to further the "astablishment and expanson"

» \

~

- of communlty colleges and occupatlonal—eéncataon (Strong and -\\\
- Schaefer, P. 31). While occupational education is also
offered in proprietary schools, technical institutes, and
senior colleges and universities, the community collegé is the
primary soﬁrce. In fact, 75% of all occupational education

is offered in community colleges (Meeds, 1975).
OCCUPATIONAL EDUCATION: AN EGALITARIAN MISSION

Litérabure concerning community colleges emphasizes an
instigutionpllphilosophy based on the "egalitarian premise
-that each individual shqnld‘be.allowed to develop-the limits
of his [or her] capabilities" (Medsker and Tillery, p. 14).
These instithtions--heralded és "the people's college"--epitomiie’
the American asplrdtlon that "education~-and as much of it
as can be obtalned--shall be open to all citizens. . ."
(Garrison, p. 6)+ The egalitarian nature of occupational
education is reflected in low-tuition programs which adhere °
to open admission (the "open~door policy"), respond to'community
needs, and thus are committed to serve a wide variety of students
who hgve diverse needs. Riendeau has described why the

actualization of such a philosophy is a relatively new

development 1in the American system of education:

4
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.+ « « the educational insc‘tutions
receiving the most Brownie points have

. traditionally been those with the best

~ admissions systems--"by selecting the
best, they turn out the best." So
while the American educational system
stoutly claims to endorse the philosophy
.of "education for all," it has had a
built-in, selecting-out mechanism. (p. 40)

In their refusal to perpetuate the "built-in selecting-out
mechanism," community colleges are faced with the complex task

of implementing programs for "persons of all ages who'will

-

come for varying lengths of time, to achieve a variety of
\ educational goals, and'at intervals throughout their lives"
(Kerr, p. 10). With regard %o éhe role of two-year post-

secondary institutions, Glenn has written that:
' These institutions have taken on a
difficult ‘assignment of serving the’
needs of any person over sixteen who
wants to learn. They are basically
teaching institutions and represent:
opportunity to individuals in the
lower economic percentile who want
to better their income and live more
comfortably in society; a place where
individuals can develop employment
skills, upgrade their current employ-
ment skills, or retrain for new and
emerging occupations; and a way for
individuals to pursue vocational
interests, whether it be as a hobby,
for part-time employment or to keep
self-activated and interested durlng
retirement years. (p. 17)

The complexity of this "assignment" coupled with the
rapid expansion of occupational education have resulted in
a critical need for staff development programs designed

specifically for occupational teachers.

Al
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A STAFF FOR THE MISSION. J '

T~
. . \
Few staff members have been oriented to thexqgmmunlty

college through attendance as students in such lnstltut{ons

.

or through enrollment in a graduate course about such N

institutions. Staff members are recruited from a wide range N

nﬂ.// B

of sources, including the public school system, business,
industry and four-year institutions, and characteristically
are unprepared for employment as teachers in the community
college. Even many of ‘the preservice programs de81gned for
the preparation of-community college teachers have been
inadequate (O'Banion, 1974, p. 28).

Hammons and Wallace maintain that “community colleges
have never'had staffs trained specifically to meet the special
Pproblems of their students" (p. 1). This fact is attributed .
to the necessxty of hiring "partially pPrepared profeSSLOnals”
during the 1960s and the "then Prevalent shortage of teaching ’
professionals”" (Hammons and Wallace,‘p; l). The period of
rapid growth in the 1960s also meant that the priority of . o
two-year institutions was given to acquiring facilities and
developing programs. However, since that period it has
been recognized that the quality of education depends to
5 great extent on the quality of staff. "The priority of
the future is a priority on persons, on the ieeds of the
people who staff the people's college" (O'Banion, 1974,

p. 25). |



NEEDS IN PERSONNEL DEVELOPMENT

. An Understandihg of the Mission

With respect to ideqtifying topics for inclusion in
personnel development programs, ". . .the guestion of what
to include, or what needs impgpving, is best answered by - .
asking those for whom the program'islintended--the faculty"
(Hammons, p. 165). The following ﬁéeds related to the unique
roie of the community coilege have frequently appeared in
faculty surveyé;“
.Knowledgeﬁoftéhe multi-purposes
of the community college, specifi-
cally: stransfer education, adult
and continuing’ education, general -
education, remedial and develop-
mental programs, vocational-tech-
‘nical education
.Knowledgé of the characteristics
and needs of community college
students .
.Purposes (and implications) of the
open~-door admissions policy
(Hammons, pp. 165-166)
These same needs are reflected as "priority needs" throughout
the literature on staff development in two-year institutions.

In An_Assessment of Community College Staff Development

Needs, Hammons and Wallace conclude that significant "lack of
faculty understanding of the community college's uniﬁue
role" (p. 41) may be a deterrent in the institution's ability
to fulfill.that role.

An Undefstanding of the Clientele

"Staff understanding of the clientele served" is another

7
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need cited in the assessment by Hammgns and Wallace (p. 35).
Implicit in the need for an qndefstanding of the clientele
served is the need for an understanding of "nontraditional
students," including "black students, older students ¢

. returning to school, women, international students’, people
lacklng basic llteracy and/or computatlonal skills, physically
limited or handicapped students, or anyone who does not

‘feel comfortable with the typical (traditional) classroom . -
_experience" (Goodman, p. 267). }Many of:tnese nontraditional
students are alsd referred to ns "new clientele." For
example, Park idéntifies the "new clientelé" as "the
nnemployed, the developmentally disabled, senior citizens,
women, full-time employéd, pafolées, and the'underemployed“

(p. 29).

Ethnic Minorities

Teachers who operate fron a White middle class valne
system must alter their "value systems and perceptual worlds"
in order to address the needs of ethnic minorities (Bernier
and Davis, p. 269). 'On the subjec? of -Black enrollees in
vocational education, Moody and gheppard emphasize the
importance of the teacherfs sensitivity to "what is special
about.their [Blacks'] backgrounds, values, cultural patterns,
immediate environment and specific influences presently
impinging on them" (p. 119).. The same sensitivitf is required
‘ with regard to Native American. (Indian) and Spanish-speaking
students. Invariably, the burden is placed on Native Ameri-

cans to understand White middle class values. As a result

Iy



of strong éulturalAinfluencgs, most Indian Qtudents “héve

‘not been able to fully comprehend their relationship't§
education, ana education to theﬂwcrld-éf work" (Azure, 1974,
p- 110). Consequent{y, Indian students need special help in
understanding themselves in relation to educatibn';nd

L

subsequently, to occupational opportunities. In a discussion
of vocational education and Mexican~Ameriqans,uValdez r
vwrites of the cruelty of the American educational system:
"Little does it matter that he is slow in learning due to

his thinking process which conceptualizes in,Sﬁénish, translates
into English, and the;’reacts. Educators labél him a siod
learner: without regard for the cause or any consideration

for a remedy" (p. 160). In order to diminish such insensi-
tiviby and to effectively respond to the culturally and

linguistically-different student, teachers must forego

their ethnocentric orientation in favor of one which fosters

an appreciation of linguistic and cultural differences.
.~ ) o(

The Phyﬁicaily Handicapped

A growing number of community colleges are éroviding
occupational education for the physically handicapped. With
regard to physically handicapped §tudents "vocational
education takes on an even more important meaning" (Shworles,
p. 137) for disabled persons than for those who are not
di§abled. For the handicapped, work signifies the "foad to
normality." Shworles writes of the convincing evidence tﬁat
community colleges can "effectively integrate handicapped

students into vocational education programs" (p. 144).

3
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. N \ .
Occupational teachers must be sensitive to.the fact

that the handicappeq:especially "need to Be educated to

: their fﬁll.cggacigyd (Shworles, p. 143) since ma'y jobs
are not oben,t;7people who are physically d;aabled. Thus, :
the handicapped person must "prove Eompetence beyond a )
.doubt in order to overcome‘gtereotypes" (Shworles, p. 143).
" . Women ' ' g L ' .
Among the new clientele are an increasing humbér of
Qbﬁen students who have particular needs. Like those ‘
gtudehts who are physically handicapped and 'those who are
"linguistically and culturally differenﬁ,"-women, too, must
éontend with stcreotypes. In a society which practices
"6céupation according to sex," women face numgrous obstacles
in occupational education. If occupat;onal insgruptors ‘ PR
are to understand the special needs of wome&,-they must ’
first understénd that these needs "are based on thelxnadequacy
of the current, often implicit, assumptions about women and'
employment" (Kievit, p. 83). In "Women's Expanding
Roles: Implications'for,yocatibnalnEducation," Kievit reports

that women need:

.to be spared from the material and behavior
based on sex-stereotyping

.to be assisted in analyzing their aptitudes,
interests, and abilities as these relate to
selectior and preparation for jobs or careers

.to be helped in redefining "the more signi-

ficant role which employment is to have in
- their lives"

10,




.to have access to information about
« occupational training programs and employment
opportunities (p. 83) N

- N . . / ) N "\\ .
. » P - .
d ' .

Sensitizing occupat1onal instructors to the needs. of
women--eSpeCLally thosé women enrolled in nontraditlonal
programs--should be given high priority in staff development
programs (Eliason, p. 21). Teachers.who have been conditioned.
to think in terms of "men's. jobs" and "women' s JObS" "require
help in restructurlng their perceptxons" (Klevit, p. 83) e
In addition to sens1t121ng teachers to the needs of’ women ,
staff development programs can function srgnlflcantly to .
provxde an oppor tunity for teachers'to thoroughly exafine
thelr perceptions, values, and beha iors, partlcularly those
which perpetuate sexism and racism. Mcc1e11and and Bushnell
emphaslze the critical lmportance of values clarification
:a the present time of "value crisis" and state that fthe
affective domain cannot be ignored" in staff deVelopment

"prOgrams (p. 17). | ‘ | E .k
Part-Time;Students ‘ o ' ‘

[} - " 3 v

"Through a recently completed study of Callfornla communlty ,

colleges, it was found that part- time students now comprlse
imore than two-thirds of the enrollment. Approxlmately

50 percent of these students are at least 21 years .of age.
Iu their discussion of occupational education for'older
students, McClelland and:Bushnell note that adults who are .
in the 25 to 30- -year age bracket are exper-encxng 1ncreased

competltlon in the labor market (p. 11). As a result, many

11
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. O0f these individuals--who already.have college;degrees--are
returning to School for para-professional occunational training
(McClelland and Bushnell, p. 11). "'In addition to_an increase"
in the number of "returning students,“ra marked enrollment
1ncrease is occurring with respect-to persons who are entering
college for the first tlme at the age of 40 or 60 or older.
(Knoell, p. 23). For these part-time students-yho already
have an extensive employment history, traditionel currlcula .
and instructional practices are inappropriate. Gillie cites
"a heavy reliance upon traditional. . .instruction" as a
weaknees which requires attention in staff development programs
~ (1971, p. 87). The influx of nontraditional students has
drawn attention to the need for nontradltlonal instructional )
~approaches. ". ., .the demands of new cllenteles require
new staff.oompetencies, particularly in instruction" (Hammons
and Wallace, p. 1).
| Increased Competence in Instruction

According to McCabe and Smith, "The commitmentﬂlof com-
.
munity colleges]. . .clearly seems to be to provide serviges to
an increasingly disparate population in an increasingly person-
alized way" (p. 12). The importance of individualized instruc-
tion for nontraditional students is emphasized by Shill in his
discussion of personnel development programs for teachers of
nontraditional stndents. Snch programs "will stress the impor-
_tance of establishing guidelines for setting up individual pro-
grams of study" (p. 322). Tcachers need expertise in developing
"well-defined sequences of objectives which progressively

12
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build upon student achievement" and in using a "wide
variety of materials and procedures" to,assist étudents in
fulfilling their objectives (Shill, p. 322).

Commun;ty college personnel reflgcted a concern for
individualized instruction in their responses to the survey
by Hammons and Wallace. Sixty-seven percent of the respon-
dents expressed a need for traihing in the development and
use of individualized materials. The need for faculty training
in "motivating studen;s in.individualized instruction"
was noted by 72 percent of the survey respondents. As a
result of their survey, Hammons and Wallace have concluded
that individualized instruction is one of the major problem
areas for instructors in two-year colleges; (p. 15)

Although the concern for faculty expertise in indivi-
dualizéd instruction--as well gs other forms of nontraditional
instruction--often stems from a concern for nontraditional
students, Park has declared that "the development of alternative
systems goes beyond merely meeting the needs of nontraditional
students” (p. 29). He maintains that alternative instructional

systems should be tailored to the student's learning style.

Television instruction, newspaper courses, individualized
programmed learning, or "graveyard shift" courses are among
the alternatives cited by Park. With the development of new
instrucﬁional technologies and other nontraditional approaches
to learning, it is "imperative that all staff have opportun-
ities to learn about and to adapt these innovations to their

‘particular institutions" (O'Banion, 1974, p. 33).

13
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In addition to the need for stﬁff development in the
uSe of instructional innévations,-a variety of needs exist
with regard to other instructional skills. 1In the Hammons
and Wallace survey, 66 percent of the respondents expressed
.a need for training in the formulatlon of behavxoral objec-
tives. Sllggtly over half of the respondents (53 percent)
q§signated "the development of proper test item{" as a staff
developmént need (p. 15). Sixty-eight pefcent of tﬁe survey
participants cited "expertise in selecting, develnping, and
utilizing multi-media instructional materials" as an inéervice
training heed (P. 15). 1In a discussion of instructional
technology, McClelland and Bushnell point out that staff
development programs must "not only feature mastery of the
equipment but, more importantly. . .train-teachers.to
make full use of it in. the instructional process" (p. 16).
Instructors must develop the skills required to state their
learning objectives and then match suitable training methods
and media to the objectives (p. 16). | |

Post-secondafy occupational teachers have also expressed
a need for improved competeﬁze in developing better course
outlines, increasing student motivation, utilizing group
process skills in class discussion, and evaluating instruc-
tional strategies (Hammons, p. 166). Conclusively, a need
exists for the further development of teaching skillé.

Enhancement of these skills will enable occupational instructors

to more effectively cohvey their technical knowledge and

expertise to students.

14



CONCLUSION

According to a review of the literature, occupational
instructors have a wide variety of needs with regard to
personnel development. Those needs which call for particularf,
attention in personnel deQelopmént programs incluée:

.The Need for An Understandinglbf the Unique
Role of the Community College, specifically

(1). a.knowledge of the multi-purposes
of the community college--transfer
"education, adult and continuing educa-
tion, general education, remedial and
developmental programs, vocational-
technical education, and

(2) a knowledge of the characteristics and
needs of community college students

(3) an understanding of the purposes and
implications of the open-door
admissions policy

.The Need for An Understanding of-Nontraditional
Students, including

(1) ethnic minorities

(2) physically handicapped
(3) women

(4} 'older students

(5) part-time students

.The Need for Increased Competence in Instruction,
specifically in regard to

(1) designing and implementing individualized
instruction '

(2) formulating behaviorial objectives

(3) developing test items

-3
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(4)

(5)
(6)
(7)

selecting and using multi-media °
instructional materials

developing course outlines:
increasing student motivation .

utilizing group process skills in class
discussion

evaluating instructional strategies

16
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INTRODUCTION

This annotqted bib}ioqrabhy of resources provides, in g
"abstract form, materials whkch could be useful to post-secondary " °
staff developmen£ peééonnel as they plan, prepare, and implement
a competency-based staff de;elopment program. The.biﬁliog;aphy
is further seen‘as an aid for postrsecondary vocational teachers
in understanding competency-based education (CBE) , and in locating
related materials. ‘

Abstracts contained in £his secfion have been:organized

into the following four sections:

1. Competency-Based Staff ﬁevelopment: Instructional
‘Materials, ' ¢

2. Meeting the Needs of Special Groups: General Referenceé,
3f Competency-Based Education: Instructional Materials,
4. General References. |

An alphabet%cal listing of all referenced publishers and their

addresses ié provided at the end of this section.,

Process for Obtaining Documents

The information on the resources for competency~based staff
development programs described herein was obtained from several
sources. Documents were selected'from a computer search of
Abstracts in Instructional Materials/Abstracts in Research Ma-
terials (AIM/ARM) and Educational Resources Information Center
(ERIC). The search was further extended to include dissertations,
per;odicals, magazines, and special publications from the holdings

of the Research Library at The National Center for Research in
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Vocational Education. The project's advisory committee assigted
in therldentlflcatlon of further leads for resource documents.
Additional materials were acquired. thHrough personal communications.

with individuals, agencies, and commercial publishing flrms as

-well as the personal llbrarles of prOJect staff.

We would llke to recognlze Robert E. Norton, Glen E. Fardig, N
and Joan Simon Jones for allowxng us to reproduce, in part or

in full, abstracts taken from An Annotated Bibliography of

Competency-Based Vocational Instruction-Preliminargiersion

(Fardig and Jones, 1977*), Competency-Based Administrator Edu-

cation Programs and Materials (Norton, 1977**) , and vocational .

-

Education Teacher Education Curriculum - A Blbllograghz of

) e
Documents from ERIQ??nd AIM/ARM (Fardlg, 1977*%%) . The asterlsks

R d

after each abstract t1tle indicate the author from whom-the

i ~
abstract was_gbtaa:aed"~

e

-- ‘ ' ‘, . ‘

Systems for Selecting and Beviewing the Abstracts
Items'were selected for 1nclusxon in the blbllography if ..

they are of fairly recent publlcatlon, are considered to be o
generally useful to staff development personnel, and are cur-
rently available to the brofession.

% The materials described in this section were developed
by a number of cifferent a;encies or institutions, e.qg. univer- »
sities, research and development Centers, and state departments.

Consequently, the overall quality, format, assessment procedures,

and objectives outlined in the materials vary widely. It is

anticipated-'that some of these materials may be useful to staff

¢

Lis



J—— PP

’

°>

development personnel as they designoand impleméht new programs °
or upgrade and enhance existing ones. it is therfore recommepded ;‘
that the individual.needs of teachers in thq\competency;bqsad f
staff development program be.given se;ious consideration as
modules and materials are being selectéd.' The materials'abstracted
in this section are those considered most appropriate, by the ST
reviewers and reflgct only a select segment of the materials

which are available to post-secondary staff.

Explanation of Abstracts : : X o

3 . -
-

Each abstract contains as much information as possible.
Wherever possible, ED and VT numbers are provided.. In some -

instances the publishing date and prices were not available. T

~



Competency=-Based Staff Development:
Instructional Materials

Brooks, K. et al. Industry Services Leadership Development
Modules. Mississippl State, MS: Mississippl Research
and Curriculum Unit for Vocational-Technical Education,

' College of Educatjon, Mississippi State University, 1976.
Price: $50.00 per §ét only to out-of-state groups;
Free ‘to interested persons or groups in Mississippi.

This series of 33 self-paced instructional modules ‘
are designed to train state and local leaders for roles
in indussrial training. Each modile contains industria
training information, self-test, practice learning '
activities, and a list of institutions fcr performing
the industrial teaching task(s) in an accual work
situation. The materials are intended for use by
personnel in any organization which has a training
function. The modules are designed for use by individuals,
small groups, and/or large groups. The modules are
grouped into 13 categories: (l)Orientation to Industry
Services, (2)Establishing Contacts and Relationships,
(3)Obtaining Agreements, (4)Identifiying Training Needs,
(5)Acquiring Resources, (6)Training Instructors for
Industry Services, (7)Prepering for Training, (8)Preparing .
Training Materials, (9)%=2lecting Candidates, (10)Monitorin
Training Programs, (ll)Ciosing Training Programs, . _
(l2)Placing Program Participants, and (13)Evaluating .
Industry Services Programs. _— ‘

Carger Education Center, The Flofida State University, Florida's
Approach to Competcncy-Based Individualized Training
(FACIT) . Tallahassae, FL: State of Florida, Department .
of Education, 1977.

This is a series of indivic¢ 1lized learning packages
(modules) for the preservice and insérvice training of
vocational teachers who are to imnlement individualized,
competency-basec »nrograms. They iire basically self-
contained and se. -instructional. There are six
instructional components: Goal Setting (2 competencies);
Objectives (4); Criterion Referenced Testing ‘(6);
Learning Experiences (1l1l); Evaluation (3); Instructional
Management (6). ‘

Support materials include optional media for the
instructional components, a filmstrip overview of the
FACIT system, participant's guide, and facilitator's
quide. Suitable for classroom or workshop use, the
components require approximately 26 hours for the learner
to complete. '




Carney, Thomas. Post-Secondary Teacher Training Module.
Austin, TX: Division of Occupational Research and
Development, Department of Occupational and Technical
Education, Texas Education Agency, n.d.

This series of 11 modules is directed toward the
post-secondary occupational education instructor. Each
module may be utilized according to its sub-units or as
a whole for inservice teacher training and traditional
credit courses. The following cémpetenhcies attained '
individually as the need dictates: curriculum development,
instructional strategies, instructional tactics, test

.construction, evaluation, student-teacher relationships,
professionalism, public relations, program management,
health occupations education, and team teaching. A

. number of diagrams, selected bibliographies, forms and
other relevant information can be found in each module.

The Center for Vocational Education. Program Planning,

Development and Evaluation--Category A. Athens, GA:
American Association for Vocational Instructional
Materials, 1978. Price range for modules. in this
category: $2.10-$4.80.

This set of modules represents one of the ten
categories of professional competencies covered by The
Center's 100 performance-based teacher education modules.
The following modules are contained in this category:

.Prepare for a Community Survey

.Conduct a Community Survey

-Report the Findings of a Community Survey

.Organize an Occupational Advisory Committee

-Maintain an Occupational Advisory Committee

.Develop Program Goals and Objectives

.Conduct an Occupational Analysis

.Develop a Course of Study

.Develop Long-Range Program Plans

.Conduct a student Follow-up Study

.Evaluate Your Vocational Program.

Each module is an instructional package designed to
cover one or more closely related teaching competencies.
The package, includes information activities and feedback
devices to help the learner acquire each competency.

The Center for Vocational Education. Instructional Planninqg--
Category B. Athens, GA: American Association for
Vocational Instructional Materials, 1977. Price range for
modules in this category: $2.00-$3.50.

This set of modules represents one of the ten
categories of professional competencies covered by The
Center's 100 performance-based teacher education modules.
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The following modules ‘are contained in this category:

.Determine Needs and Interests of ‘Students

.Write Student Performance Objectives

.Develop a Unit of Instruction

.Develop a Lesson Plan

.Select Student Instructional Materials

.Prepare Teacher-Made Instructional Materials

Each module is an instructional package designed to
cover one Or more closely related teaching competencies,
The package includes information activites and feedback
devices to help the learner rcquire each competency.

The Center for Vocational Education. Instructional Execution--
Category C. Athens, GA: American Association for
Vocational Instructional Materials, 1977. Price range
for modules in this category: $1.50-$4.20.

.Direct Field Trips :

.Conduct Group, Discussions, Panel Discussions, and
Symposiums

.Employ Brainstorming, Buzz Group, and Question Box

. Techniques

.Direct Students in Instructing Other Students

.Employ Simulation Techniques - .

.Guide Student Study

.Direct Student Laboratory Experience

.Direct Students in Applying Problém-Solving Techniques

.Employ the Project Method

.Introduce a LessoOn

.Summarize a Lesson

.Emplioy Oral Questioning Techniques

.Employ Reinforcement Techniques

.Provide Instruction for Slower and More Capabie
Learners

.Present an Illustrated Talk

.Demonstrate 4 Manipulative Skill

.Demonstrate a Concept of Principle

.Individualize Instruction

.Employ the Team Teaching Approach

.Use Subject Matter Experts to Present Information

.Prepare Bulletin Boards and Exhibits )

.Present Information with Models, Real Objects, and
Flannel Boards

.Present Information with Overhead and Opagque
Materials

.Present Information with Filmstrips and Slides

.Present Information with Films

.Present Information with Audio Recordings

.Present Information with Televised and Videotaped
Materials

.Employ Programmed Instruction

.Present Information with the Chalkboard and
Flip Chart
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Each module is an instructional package designed to
cover one Or more closely related teaching competencies.
The package includes informatioh activities and feedback
devices to help the learner acquire each competency.

The Center for Vocational Education. Instructional Evaluation--
Category D. Athens, GA: American Association for
Vocational Instructional Materials, 1978. Price range

for modules in this category: $1.30-$3.20.

This set of modules represents one of the ten
categories of professional competencies covered by The
Center's 100 performance-based teacher education modules.
The following modules are contained in this category:

.Establish Student Performance Criteria

.Assess Student Performance: Knowledge

.Assess Student Performance: Attitude

.Assess Student Performance: .Skills

- .Determine Your Instructional Effectiveness

Each module is an instructional package designed to
cover one or more closely related teaching competencies,
The package includes information activities and feedback
devices to help the learner acquire each competency.

The Center for Vocational Education. Instructional Management--
Category E. Athens, GA: American Association for '
Vocational Instructional Materials, 1977. Price range
for modules in this category: $1.70-$3.80.

This set of modules represents one of the ten
categories of professional competencies covered by The
Center's 100 performance-based teachér education modules.
The following modules are contained in this category:

.Project Instructional Resource Needs

.Manage Your Budgeting and Reporting Responsibilities

.Arrange for Improvement of Your Vocational Facilities

.Maintain a Filing System

.Provide for Student Safety

.Provide for the First Aid Needs of Students
.Assist Students in Developing Self-Discipline
.Organize the Vocational Laboratory

.Manage the Vocational Laboratory

Each module 1is ap instructional package designed to
cover one or more closely related teaching campetencies.
The package includes information activities and feedback
devices to help the learner acquire each competency.

{

The Center for Vocational Education. Guidance--Category F.
Athens, GA: American Association for Vocational
Instructional Materials, 1977. Price range for modules
in this categcry: $2.00-$2.70.
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This set of modules represents one of the ten
categories of professional competencies covered by The
Center's 100 performance-based teacher education modules.
The following modules are contained in thies category:
_— .Gather Student Data Using Formal Data-Collection
: Techniques

.Gather Student Data Through Personal Contacts
. .Use Conferences to Help Meet Student Needs
.Provide Information on Educational and Career
Opportunities
+Assist Stud 'nts in Applying for Employment or
Further wxducation
Each module is an instructional package designed to
cover one or more closely related teaching competencies.
The package includes information activities and feedback
devices to help the learner acquire each competency.

The Center for Vocational Education., School-Community
Relations--Category G. Athens, GA: American Association
for Vocational Instructional Materials, 1978. Price
range for modules in this category: $1.50-$2.50.

This ser of modules represents one of the ten
categories of professional competencies covered by The
Center's 100 performance-based teacher education modules.
The following modules are contained in this category:

.Develop a School-Community Relations Plan for
for Your Vocational Program

.Give Presentations to Promote Your Vocational Program

.Develop Brochures tc Promote Your Vocational Program

.Prepare Displays to Promote Your Vocational Program

.Prepare News Releases and Articles Concerning Your
Vocational Program

.Arrange for Television and Radio Presentations
Concerning Your Vocational Program

.Conduct an Open House

.Work with Members of the Community

.Work with State and Local Educators

.Obtain Feedback about Your Vocational Program

Each module is an instructional package designed to
cover one or more closely related teaching competencies.
The package includes information activiities and feedback
devices to help the learner acquire each competency.

The Center for Vocational Education. Student Vocational
) Organization--Category H. Athens, GA: American
Assocl1lation for Vocational Instructional Materials, 1977.
Price range for modules in this category: $1.30-$1.80.

‘This set of modules represents one of the ten
categories of professional competencies covered by The
Center's 100 performance-based teacher education modules.
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The following modules arce contained in this category:

-Develop a Personal Philosophy Concerning Student -
Vocational Organizations

.Establish a Student Vocational Organization

.Prepare Student Vocational Organization Members for
Leadership Roles

.Assist Student Vocational Organization Members in
Developing and Financing a Yearly Program of

Activities .
.Supervise Activities of the Student Vocational
Organization
-Guide Participation in Student Vocational Organization
Contests '

Each module is an instructional package designed to
cover one or more closely related teaching competencies.
The package includes information activities and feedback
devices to help the learner acquire each competency.

The Center for Vocational Education. Professiomal Role and
Development--Category I. Athens, GA: American Assoclation
for Vocational Instructional Materials, 1978. Price range
for modules in this category: $1.30-$3.10.

This set of modules represents one of the ten
categories of professional competencies covered by The
Center's 100 performance-based teacher education modules.
The following: modules are contained in this category:

" .Keep Up-To-Date Professionally

.Serve Your Teaching Profession

.Develop an Active Personal Philosophy of Education

-Serve the School and Community

.Obtain a Suitable Teaching Position

.Provide Laboratory Experiences for Prospective

Teachers

-Plan the Student Teaching Experience

-Supervise Student Teachers

Each module is an instructional package designed to
cover one or more closely related teaching competencies.
The package includes information activities and feedback
devices to help the learner acquire each competency.

The Center for Vocational Education. Coordination of Cooperative
Education--Category J. Athens, GA: American Association
for Vocational Instructional Materials, 1978. Price range
for modules in this category: $1.30-$4.00.

This set of modules represents one of the ten
categories of professional competencies covered by The
Center's 100 performance-based teacher education modules.
The follewing modules are contained in this category:



-Establish Guidelines for Your Cooperative Vocational
Program
-Manage the Attendance, Transfers, and Terminations of
Co-Op Students ’
-Enroll Students in Your Co~Op Program
-Secure Training Stations for Your Co-Op Program
.Place Co-Op Students on the Job
-Develop the Training Ability of On~-The-Job Instructors
.Coordinate On-The-Job Instruction
-Evaluate Co-Op Student's On-The-Job Performance
.Prepare for Students' Related Instruction
-Supervise an Employer-Employee Appreciation Event
, Each module is &an instructonal package designed to
cover one or more closely related teaching competencies.
The package includes information activities and feedback

‘devices to help the learner acquire each competency.

** Colorado State University. Professional Development for
Vocational Administrators. Fort Collins, CO:  Department
of Vocational Education, Colorado State University, 1977.

To .date seven modules have been developed and tentative
plans call for developing six more. The materials are to
be turned over to the State Department for dissemination.
‘The seven titles now in process include:

Elements of Motivation

Human Relations

Classroom Observation and Supervision
Curriculum Management--A Systems Approach
Communication Systems and Techniques
Professional staff Management and Development
- Leadership Styles and Development

Each module also has a videotape and slide/tape
package which supplements it. '

NN S W N

Cook, Fred S. et al. A Working Model of a Competency-Based

‘ Teacher Education System. Detroit, MI: Wayne State
University, Department of Vocational and Applied Arts,
1973. ED 077 870.

The program described here utilizes a series of
teacher training modules called Wayne Kits. They are
designed to deliver on 50 essential teacher competencies,
with éach competency containing a number of objectives.

A systems approach is used to design the curricula. The
Kits contain a variety of learning experiences and are
appropriate for the preparation of vocational teachers in
all service areas.

Related descriptive documents are ED 076 747, and
ED 076 746. '

11




et b e Sm 0 - 105 Vs S ALY, ke S A it ot Sk« 1

Department of Education, State of Florida. B-2 Teacher Training
Modules. Chipley, FL: Panhandle. Area Educational
Cooperative, 1970.

This is a series of 52 teacher-education modules
developed for general teacher education. They are
organized into eight clusters: Teacher Aide Training, .
Planning Skills for Teachers, Presentation Skills for
Teachers, Classroom Procedures, Questioning skills,
Assessment, Special Skills, and Assessing Educational
Personnel. There are a number of required and optional
materials related to the instructional modules. Most

of the modules should be suitable for vocational teacher
training. )

Fardig, G.E., Robert E. Norton, and James B. Hamilton. Guide
to the Implementation of Performance-Based Teacher
Education. Columbus, OH: The Center for Vocational
Education, The Ohio State University, 1976. 114 pp.

_ This guide presents the major conerns of all those
responsible for evaluating, installing, and maintaining a
performance based teacher education program. The topics
covered in this guide include: an awareness program

for PBTE, planning for change to PBTE, PBTE program
patterns, selection of teacher competencies for PBTE
programs, development of instructional materials,

financial support for PBTE, and personnel development

for PBTE. This guide will be useful to individuals who
are interested in installing PBTE.

** Finch, Curtis R. et al. Competency-Based Administrator
Education Materials. Blacksburg, Va: Virginia
Polytechnic Institute and State University, Division
of Vocational and Technical Education, 1977.
While this series of six modules is meant to be used
for vocational administrator education, it may be of
equal value as a basis for a graduate program for
supervisors. The self-contained modules include
information sheets, self-evaluation activities,
simulation activities, and final competency agsessment
forms. A user's guide is available. The titles of the
modules are:
Motivating Vocational Education Personnel to Their
Optimum Growth Potential

Implementing Competency-Based Instruction in
Vocational Education

Planning Vocational Education Programs for the
Disadvantaged and Handicapped

Formulating Goals and Objectives for Vocational
Education Programs

12
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Organizing and Conducting Staff Development Act1v1t1es
for Vocational Teachers

Preparing Local Plans for Admlnlsterlng Vocational
Education :

Harrington, T.C., Barbara F. Johnson et al. Delivering
Competency-Based Vocational Education: A Teacher's Guide
to Indv161uallzlng Instruction. Tallahasee, FL: Florida
State University, 1976. 233 pp.

This quide is designed for the use of teachers who
are individualizing their instruction. It offers the
vocational instructor a broad array of strategies and
techniques for individualizing instruction within the
context of competency-based vocational educatlon programs.
The guide is divided into four content sections,

Section I: Setting and Sequencing Individual Vocational
Goals; Section II: Utilizing, Performance Objectives and

- Criterion-Referenced Tests to Individualize Instructlon,
Section III: Using Instructional Strategies to
Individualize Learning Experiences; and Section IV:
Evaluating and Managing Individualized Instruction. The
guide contains appendices for each section and a glossary
of terms which may be found at the end of the manual.

The Heart of Instruction Series. Columbus, OH: State
Department of Education, Division-of Vocational Education,
1977.

This serics of 13 kooklets is written for teacher
educators and preservice students in order to provide
them with an opportunity for sharing specific practical
resources to improve their instructional processes. .This
series of booklets is-directed toward inservice training
and is not competency-based. Some of the areas covered
are: (l) It Starts With the Teacher (2) Psychology of
Learning (3) Selection and Use of Instructional Resources
(4) Selection and Use of Teaching Strategies (5) Effective
Lesson Plans and Assignments (6) Evaluation of Learning,
and (7) Classroom and Lab Management. Each booklet is
organized into three parts: Overview, Practical Resources,
and Possible Performance Activities.

Individualized CompetenCXeBased Common Core Curriculum of
Vocational Education. Fresno, CA: California State
Unlver51ty, 1976.

This modular curriculum is intended for use in the
preparation of vocational educators in all service areas.
The 29 modules in the series are organized into seven
categories :

13
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I Introduction to Vocational Education :
II Cooperative Relations
III Vocational Students
IV Administration of Vocational Education
V  Curriculum Design for. Vocational Education
VI Stages and Structure in Curriculum Development
VII Evaluation and Research -

Loepp, F. et al. Pre-Service Occupational Program (POP).
East Central Curriculum Management Center, Illinois Office
of Education, Adult, Vocational and Technical Education,
1973. :

The 38 booklets are primarily self-conta.ned, well
illustrated packages designed for use in a multitude of
instructional arrangements and under the direction of a
professional educator. These pooklets are“intended.for
preservice vocational teachers. Major titles listed are:
(1) The Project, (2) Program Planning, (3) Guidance
Activities, (4) Instructional Planning, (5) Evaluation of
Instruction, (6) Coordination, (7)Youth Organization,

(8) Operational Activities, (9) Public Relations, _

(10) Professional Role,and (1l1) Program Evaluation. Each

learning activity package is structured in the following -
manner: rationale performance objectives, pre-assessment,
learning activities and evaluation . for competence.

*** Minnesota University. ‘Providing Special Teacher Education
Services to Selected Vocationa Programs in Minnesota.
St. Paul, MN: Minnesota State Department of Education,

Division of Vocational and Technical Education, 1975.
227 pp. ED;124804 Price MF-$0.83, HC-$12.71.

The purpose of this project was to develop and field
test a model for delivering teaching competency instruction
to inexperienced vocational teachers. An off-campus
course was developed utilizing six individualized
learning packages or modules based on 38 competencies
considered most important for beginning teachers. Results.
of the field test and evaluation of the course by students,
resource persons, and project staff provide the basis for
recommendations for future planning of similar delivery
Ssystems. Included in the document are a bibliography,
instrument for establishing competency priorities, course
resource materials, and, comprising 180 pages, the
complete texts of the six modules: audiovisual equipment
and materials, writing behaviorally-oriented objectives,
overview of developing and Planning a course, constructing
a lesson plan, planning and executing an introduction and
summary for a lesson, and selecting and executing the
different teaching strategies. Each module contains an

14
lqg



introduction, performance objectives, references, equipment
and materials needed, directions related to what and how to
study, resource information about the topic, learning
activities, test questions, self-evaluation checklist, and
evaluation of the module. . (Author/RG) '

** Norton, Robert E. et al. Competency-Based Vocational Education
Administrator Materials. Columbus, OH: The Center for
Vocational Education, The Ohio State University, 1977.

This is an initial series of six basically self-
contained, competency-based instructional modules. They
are designed for both preservice and inservice use by '
vocational administrators, and may be egually useful to
. supervisors of vocational programs. Each module includes -

performance objectives, information sheets, learning
\\ activities, and feedback devices. The titles of the
modules are: S _
Organize and work with a Local Vocational Education
\ Advisory Council
: Supervise Vocational Education Personnel
Aprraise the Personnel Development Needs of
Vocational Teachers
Establish a Student Placement Service and Coordinate
Follow-up Studies -
Develop Local Plans for Vocational Education: Part I
Develop Local Plans for Vocational Education: Part II

Performance Based Vocational Teacher Training Modules.
Miami, FL: Vocational Curriculum Materials Service,
1973-1974.

This series of modules provides an opportunity for
beginning teachers to practice ‘and familiarize themselves
with a number of pedagogical skills. Each module contains
the following sections: purpose, introduction,
instructions, pre-assessment and an extensive appendix.
Among the available performance-based modules are
(1) instructional aids, (2) teaching methodology
(effective teaching factors) (3) lab management and
organization and (4) foundations of vocational education.

Peter, L.J. Competencies for .Teaching: Teacher Education.
Belmont, CA: Wadsworth Publishing Company, 1975. 135 pp.

This document is a manual of instructions for
installing and operating a competency-based teacher
education program. The author suggests that it can be
used as a textbook for students in teacher education.
This pvolication is divided into ten chapters, and
includes the following topics: (1) competency-based
teacher education, (2) the systems approach,

15
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(3) implementation of the syétem, (4) teacher education
in individual instruction, (5) directing an individual

. instruction program, and (6) directing a classroom
‘ ~ instruction program. Appendices complete.the document.

Vocational Education Curriculum Specialist Modules. Palo
Alto, CA: American Institutes for Research, 1976. ED
132 376 - .

This set of 23 comprehensive teaching/learning
modules is designed to train vocational education

curriculum specialists. The modules are intended for use
in a variety of educational environments, including
independent study, team teaching, seminars, conventional
classroom setting, and workshops. Each module contains
a core of similar sections: preface, acknowledgements,
organization, and administration, content and study
activities, group and classroom activities, student
self-check, and appendices. "The Scope of Vocational ,
Educatien" and "Roles of Vocational Educators" -are included
among the introductory modules. The remaining 15 modules
include "Important Differences Among Learners," "Learning
Processes and Outcomes," "Applying Knowledge of Learning
Processes and Outcomes to Instruction," "Assessing
Manpower Needs and Supply in Vocational Education,"
"Selecting Instructional Strategies for Vocational
.Education," and "Procedures for Conducting Evaluations of
Vocational Education." An additional two modules contain
seminar-field experiences and an installation guide. This
document may be very- helpful to a number of individuals--
instructors, chairpersons, vocational .upervisors,
curriculum coordinators--interested in designing,
developing, and evaluating a vocational program through
modules. :

Winter, M.G. et al. Reality-Based Evaluation for Two-Year
College Occupational Programs. Ithaca, NY: Cornell
University, New York State College of Agriculture and
Life Sciences, 1976. 44 pp.

The reality-based evaluation guidebook was developed
to assist post-secondary occupational educators in the
conduct of local program evaluation efforts. It is a
do-it-yourself approach to evaluation. A recommended
design is presented, but the final scope and shape are
subject to local choice. This publication is organized
into six sections: (1) introduction and acknowledgements,
(2) rational and model, (3) RBE Process with its three
phases, (4) adapting the RBE process, (5) supplementary
topics, and (6) design materials. A number of general
references are included in this document and a reproducible
master is provided for duplicating the basic outline of
each evaluation outline form.

16 lax




Meeting the Needs of Special Groups{
General References

Avoiding Stereotypes: Principles and Application. New York, NY:
Houghton Mifflin Company, 1975. 30 pp.

This document offers guidelines for eliminaiing \
racism and sexism in educational materials. It identifies
racial and sex-role stereotypes which occur in relation
to personal attributes, physical appearance, roles and
activities, group configurations and languagc.

L]

Bem, S.H. and D.J. Bem. Training the Woman to Know Her Place:
The Social Antecedents of Women in the World of Work.
:PA: State Department of Education, 1974. 25 pp.

This paper gives a picture of women facing a variety
of barriers in the world of work. The following major
topics are discussed: women in the world of work,
discrimination, sex-role conditioning, the presumed
incompatibility of family and career, and preparing for
the future. This publication may be useful to guidance
counselors, educators, and school administrators who
are interested in sex-role stereotyping.

:Eliason, Carol. Women in Community and Junior Colleges.
Washington, DC: American Association of Community ‘and’
Junior Colleges, 1977. 64 pp. Price: $5.00.

This recently completed publication is a summary
of the findings of .The Center for Women's Opportunities
(CWO) research-effort. Through a survey, members identified
the socioeconomic backgrounds of female students attending
two-year institutions, their reasons for attendance,
and impressions of their experiences. This document has
been orgainzed into the following sections: (1) Center
for Women's Opportunities: survey, (2) institutional
problems and prospects, (3) support programs and services,
(4) federal legislation and funding sources, (5) the
private two-year college, and (6) summary of findings.
The appendix lists additional exemplary programs/services
for women in two-year colleges, funding sources, instruments,
responses received, and an extensive selected bibliography
dealing with women's issues. ' :

*** Hirshfeld, M. Updating the Process and Content of Teacher
Education Curriculums to Reach Disadvantaged Youth in
Metropolitan Areas, Volume IX, Final Report.

& Philadelphia, PA: Temple University, Division of Vocational

8 Educaticdn, 1971. 266 pp. ED 056 201 Price: MF-$0.76,
HC-$13.32.

-
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Ninety-one professionils from 22 states participated
in an institute des1gned to ?xamlne-ways to effect
behavioral changes in power structures and decision pollcy
makers so that legislative mandates for total education
and training programs for in-school and out-of-school s
youth will become a reality. Fourteeh presentations
aimed specifically at the needs of economically and.
culturally disadvantaged youth are abstracted in this
report, including (1) "Working With Disadvantaged Youth=--
Vocational Competencies" by Charlotte Epstein, . (2) Status
Report on Research on Vocational Teacher Characteristics"
by Edward Ferguson, (3) "Preparing Vocational Teachers
for the Disadvantaged” by Ted Ward, (4) "Law Dimensions
in Teacher Education" by Adelaide Jablonsky, ° {5) "Improving
Teacher Educatlon ‘through the Utilization of Models" by .
Dale Hamreus, and  (6) "Curreént Trends in Vocational
Certification" by Richard Adamsky. An analysis of the
data gathered through means of the various evaluations
revealed that the institute was highly significant.and met
the stated objectives. However, it was noted that there

was little change in attitudes and opinions of the ' .

participants as a result of the two-week institute. Also, -
it was recommended that there should be other institutes
of this nature. (JS)

State University. Identification of Professional

Competencies Necessary for TeacLers of, Disadvantaged and
Handicapped.Youth. Supplemental Document. Columbus, OH:
State Department of Vocational Educatlon, 1975.; 142 pp.

VT 102 967

]

This report describes a project designed to 1dent1fy the
teachlng competen01es necessary for vocational teathers
of Ohio's special needs students. Project activities and
accomplishments are reported according to the three phases
of the project. The first phase involved the identification
of teacher competencies, and the information in this secrion
pertains to the activities and responsibilities of project
personnel and includes the final list of teacher competencies.
The materials in the second section relate to the major
activities of Phase II, which were the distribution of the
competency survey and the reporting of the preliminary
results. Cover letters, survey instruments, competency
identification procedures, and the results of the survey
presented in the form of frequency tables are contained in
thys section. The third phase was designed to report the
project findings. 1Included within this section is
information relative to the two-day teacher education
conference and evaluation and statistical analyses of
teacher and supervisor responses represented in tables
according to the currentlyg operating Ohio program areas of’

]
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. occupational work experience, occupational work adjustment,

‘angd special needs program, project results, conclusions,
and recommendations as presented to the conference
participants are also included. (NJ)

National Education Association. Non-Sexist Education: Women's
Rights and The Law. NEA Series on Multi-Ethnic Education.
Washington, DC: National Education Association, 1976.
Price: Total $21.25 (includes four tape cassettes, $18.00)
(Two booklets, $2.25 and $1.00).

This set of materials, drawing on the premise that

the inequities in the social system are reflected in the
" educational process provides practical suggestions for

bringing about &quity in educational institutuions. It
contains three units: What is Affirmative Action?,
Non-Sexist Education for Survival, and Women's Rights:
Multicultural Equity. The entire product (documents and
four tape cassettes) requires a minimum of five hours of
study.

National Education Asscociation. Pluralism: NEA Series on
Multi-Ethnic Education. Washington, DC: National
Education Association, 1976. Price: Unit(l) $6.00,
Unit (2) $4.00. :

This product provides tools for understanding
uniculturalism (racism/sexism) and exploring a multicultural
approcach to teaching and learning. The two units available
are: - (1) The Architecture of Pluralism, and (2) Beyond
Uniculturalism. The material is appropriate for
vocational teachers and is adaptable to personal needs and
learning styles.

Phelps, L.A. et al. Vocational Education for Special Needs
Students: Competencies_and Models for Personnel
Preparation. Final Report. Urbana, IL: Bureau of
Educational Research, University of Illinois, 1976.
240 pp.

This report is the result of a workshop concerning
the needs of special student populations. It has a three-
fold purpoce: (1) to describe and disseminate project
results, (2) to identify professional tasks to be
performed by personnel involved in the vocational
programming of special needs stu 'ents, and (3) to describe
some special needs personnel preparation models. The
report is divided into three major parts. Part I of the
document describes workshop activities, presentations
pre-workshop planning, post-workshop follow-up activi%ies,
follow-up evaluation and dissemination. Part II focuses
on a description and analysis of professional tasks for
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special needs personnel. Part III presents ten models

for preparing special needs personnel, list of participants
and a bibliography. The appendix includes a number of
forms, questionnaires, letters and lists of tables.

Reynolds, J. and M. Kelsey. Program for Persons of Unlimited
Engligsh-Speakifig Ability. Washington, DC: University
Research Corporation, 1977. 111 pp.

This report looks at The Program for Persons of
Limited English-Speaking Ability (PLESA). It reviews
the concepts of the PLESA program and describes projects
‘funded under it. The project summaries which make up. the
major portion of the report are indexed according to USOE
regions.

Stakelon, A.E. and J.H. Magisos. Sex Stereotyping and
Occupational “.spiration: An Annotated Bibliographvy.
— Bibliography Series Number 29. Columbus, OH: The Center
’ for Vocational Education, The Ohio State University, 1975.
‘43 pp. Price: $3.00.

This publication is a collection of abstracts
concerning sex sterotyping and occupational aspiration.’
The document cuntains 122 abstracts which are organized
in the following categories: ERIC Report Literature,
AIM/ARM Report Literature, Journal Articles, and Projects
in Progress. Researchers, curriculum and guidance
specialists, and teachers who need up-to-date resources
on this topic may find this publication to be of assistance.

Tittle, C.K. and E.R. Denker. "Re-Entry Women: A Selective
Review of the Educational Process, Career Choice, and
Interest Measurement." Review of Educational Research,
Volume 47, Number 4, Fall, 1977. Pg. 531-584.

This review looks into several factors related to the
re-entry of women into post-secondary education and draws
implications for needed research. The first portion of
the review discus &s barriers and opportunities in post-
secondary education for women. Barriers discussed include
tamily resistance, financial problems, college restrictions,
as well as attitudinal and self-concept characteristics.
Opportunities are presented in a review of frequently
proposed solutions such as counseling and special programs.
Current theory and research on career choice for women,
especially the "re-entry women," represent a basic factor
which limits these solutions at present. The second part
of this review presents major theories and findings of
recent research studies. The third part deals specifically -
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with interest inventories and the issue.of sex bias in
interest measurement, along with a review of recent
research in the area. The review concludes with
implications for needed research--theoretical,
programmatical and in the area of interest measurement.

U.S5. Department of Labor. Wwomen in Apprenticeship Why Not?
Manpower Research Monograph No. 33. U.S. Government
Printing Office, 1974. 34 pp.

The number of women in apprenticeship and the range
of occupations for which women might apply andé be accepted
for apprenticeships in Wisconsin are examined and
summarized in this monograph. The authors, in their
study, have found barriers in the attitudes and
procedures of a variety of agencies; they then tried
to identify means to minimize them. Tables supported with
: data give the reader the essence of insights from the

study. A variety of items are discussed in this document,
including; (1) dispelling myths about women, (2) obstacles
facing women, (3) manpower training programs, (4) labor
standards and studies recommendations. -

Wall, J.E., (ed.) Vocational Education for Special Groups,
Sixth yearbook. Washington, DC: American Vocational .
Association, 1976. 350 pp. Price: $12.00.

Twenty-four selected authors explore pressing issues,
concepts, and strategies concerning vocational education
for special groups. The book is divided into three
sections. Secticn I deals with vocational education and
special groups: an overview. Section II focuses on
specific special groups, while Section TIII examines
strategies for delivering vocational education to special
groups. This book is designed to assist individuals who
are in the process of developing and/or conducting programs
dealing with special groups. This publication may also
be useful for individuals concerned with the improvement
and expansion of vocational education opportunities for
persons in special groups.
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. Competency-~Based Education:
- ’ Instructional Materials

* An Analysis of the Air cOndltlonlng, Refrlgeratingfand Heating
Occupations. (Thomas L. Hindes, Project Director; ~
wWilliam L. Ashley, Project Coordinator). Columbus, OH:
The Ohio State University, Instructional Materials
Laboratory, 1973-76.

"The analysis data provided a basis for generating
.materials, course outlines, student performance objectives,
- and criterion measures as well as identifying specific

supporting skills and.knowledge in the academic subject
areas." (Foreword)

Each of ' the 75 booklets (approximately) was developed

by occupational consultants with teacher verification.

The booklets include: job description, resources,
performance knowledge, decisions, cues (feedbark). ‘errors,
subject matter related task statements, performance modes,
and appendices listing duties in general dccupational
areas.

Further booklets under development describe:

- Organization of Performance Activities, Example Test Items,
Criterion Referenced Objectives, and Materials Required. '
These serve as aids to teachers in preparation of
performance test items.

* Colorado Individualized Instruction Consortium Project. Auto
Me. hanics, Welding, Air Cond1tlonlng/Refrlgeratlon.
Fort Collins, CO: Larimer County Vocational-Technical
Center, n.d.

These are competency-based learning modules which
include: purpose, rationale, objectives, learning
activities, media, information sheets, and post-
evaluations. Further programs under development include
Advanced Welding, MIG and TIG Welding, Electronics, '
Radio/TV Repair, and Drafting.

* Cowan, E. Welding. Stillwater, OK: Oklahoma State Department
of Vocational and Technical Education, Curriculum and
Instructional Materials Center, 1974. ED 112 002.

This curriculum guide for welding instruction contains
sixteen units or modules divided into six sections:
Introduction, Related Information, Blueprints, Oxyacetylene
Welding, Arc Welding, and Gas Arc Welding. Modules are
formatted as follows: terminal objectives, specific
objectives, suggested activities, instructional materials,
information sheet, transparency masters, assignment sheet,
test, and test answers.
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Group Project and Line Production. College Bark, Mp:
The Center for Research and Instructional Materials,
Industrial Education Department, 1974-77. VT 102 114.

bay, Gerald F. A Resource Guide for the Maryland Plan's

The series provides information designed to aid 4
classroom teacher in implementing a competency-based
program. Each guide contains occupational information,
instructions for developing a competency-based program,
and annotated lists of instructional materials and
resources. The guides address the following instructional
areas: carpentry; graphic arts; electricity; electronics;
auto mechanics; auto body and fender: machine shop;
drafting; masonry; welding; and cosmetology. A series of
Learning Activity Packages (LAP's) is being developed and
will be available during the school year 1977-78.

*** Dallas County Community College. The Development of Behavioral
Objectives and Instructional Units in Selected Occupational/
Technical Courses: A pilot Project. Austin, TX: Texas
Education Agency, Division of Occupational Research and
Development, 1973. 51 pp. VT 020 843. Price: MF-$0.76,
HC-§3.32.

A pilot project was initiated in the Dallas County
(Texas) Community College District to: (1) introduce the
instructional staff to the use of behavioral objectives,

(2) provide for the development of instructional capabilities
in writing behavioral objectives and in building
instructional materials, and (3) assure that the results
of the behavioral objectives and instructional packages
-would achieve the ideal of relating the learning theories
and strategies to the specific skill needs of the student
and the community. To achieve the project objectives,
instructors of technical-occupational and related courses
were invited to submit proposals specifying the rationale
for selection of the course, the ends to be achieved by
Participation in the »>roject, and the process for achieving
these ends. Proposals receiving a priority rating of

"one" were funded, and the instructors of the approved
proposals then attended a two-day workshop in late spring
1972 desigyned to assist with the formulation of objectives
and instructional units. Following the workshop, the
instructors developed behavioral objectives and instructional
units for their courses, which were field tested in the
1972-73 school year. A follow-up survey of 37 instructors
revealed that the project enabled them to use commercially
produced matcrials more judiciously and facilitated team
teaching within and across division lines. (SB)
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*** Fresno City Collegé. Workshop in the Preparation of Measurable
Performance Objectives. Sacramento, CA: California :
Coordinating Unit for Occupational Research and Development, .
1971. 180 pp. ED 073 258. - VT 018 787. Price: MF-$0.76, °
HC-$9.51. _ |

In order to produce measurable performance objectives
for every vocational education program in the technical and
industrial division at a Fresno community college, an
educational consultant led a four-day workshop for 33
community college instructors. . Funded under the Vocational
Education Act of 1968 in cooperation with the California
Community Colleges and the State Department of Education,
this report presents performance objectives developed
within each instructor's field. Although each of the 33

. instructors was required to prepare the satisfactory
measurable performance objectives, only 25 completed these
assignments. For each general goal, only 25 completed
these assignments. For each general goal, a desired
outcome, a performance criterion, a rationale, and
conditions required for performing the objectives are
provided. For the specific tasks given to meet each goal,
rationales, performance objectives, requirements for task
performance, and performance criteria are included. The
completed objectives are grouped alphabetically by program
topics, ranging from agriculture to police science. Follow-
up work, including task analyses and in-service training,
is being planned.. (AG)

* Handle X-Ray Equipment Safely. Science Department Learning
rPackage. Charlottetown, Prince Edward Island: Holland
College, 1975. ;

This competency-based learning package in dental
_ radiography includes: rationale, "elaborations"

"~ . (competencies), learning activities, resources, and
évaluation (pre- and post-assessment forms and learning
package evaluation forms). Other competency-based
packages are also available.

* nealth/Cosmetoloéy: Career Education Guide. Washington, DC:
Dependents Schools (DOD), European Area, 1974. ED 111 942.

These learning modules are grouped within health
services and cosmetology and include behavioral objectives,
module outline, list of materials and resources, and
laboratory activities.

* Housman, J.L. et al. Individualized Study Guide on Aviculture;
Student Guide. Curriculum Materials for Agriculture
Education. Blacksburg, VA: Virginia Polytechnic Institute,
1974, vT 101 011
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This study guide contains information and lessons for
training for entry-level jobs in beekeeping. Each lesson
pPlan includes: activity (and performance objectives),
information and project sheets, glossary and references,
quizzes, and answer sheets. L

* Individualized Instruction in bccqpatiohal Education. Final -
Report. Raleigh, NC: North Carolina State Department o
Public Education, Sanford Research Project, 1974. '

This document provides an appendix of sample competency-
based instructional materials from the Sanford Prciject.
Includes masonry, carpentry, metals, drafting, typing,
and distributive education task packages a2 well as
sample competency statements, a unit test, an instructor's
performance checklist, a student progress chart, vocational
skill list, student survey form, and staff development
plan. T
* Individualized Material for Industrial Education Based on the

AVA Booklet, "A Guide to Improving Instruction in
Industrial Arts." Detroit, MI: Wayne State University,
n.d. VT 011 399. ED 040 303.

These learning modules contain competency-based
instructional elements. Format consists of objective,
prerequisite, activity, and posttest.

* Intérstate Distributive Educatipn Curriculum Consortium (IDECC)
LAPS. Columbus, OH:. The Ohio State University, Ohio
Distributive Education Materials Lab, 1974.

A series of competency-based learning activity
packages (LAPS) which reflect ‘khe following occupational
areas: advertising; communications; display; human
relations; mathematics; merchandising; operations/
management; product/service technology; and selling. Also
included are such support materials as: The Ohio Handbook
for Effective Use of LAPS; Student Orientation Handbook;
and Learning-Manager's Guide.

* Instructional Materials (no titles). Minneapolis, MN: Suburban
Hennepin County Area Vocational-Technical Centers, District
Office, 1975. ;

Sample available documents and materials include:

1. development of a teacher task inventory;

2, cumulative record form;

3. student certificate listing competency ratings
within general competency blocks;
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4. occupational description, program-blocking, task
detailing sheet, general performance objective,
evaluation for the general and specific objective;
and : .

5. "Individual Learning Pak" (Shielded metal arc

" welding - flat position).

* Instructional Support System for Occupational Education in-
New York State (ISSOE).. Albanv, NY: New York State
Education Department, The Office of Occupational Education,
State University of New York at Albany, 1976.

This curriculum in auto mechanics and office training’
(to be field tested 1976-1977) offers a performance-
based organization pattern for courses and is composed
.O0f the following components: units, modules, tasks,
code, major objectives, enabling objectives, suggested
instructional content, and Criterion-referenced measures.
Actual learning activities are to be written by the
teacher with the system as a base. The curricula were
developed by the Cornell Institute for Research and
Development in Occupational Education. Not generally
available for purchase.. "

* Introduction to Technical Drafting; Carpentry; Basic Technical
Drafting; Bricklaying. Sanford, NC: Sanford Research
Project and Sanford Central High School, 1974.

Materials are divided into unit; task package,
Prerequisite, rationale, objective; learning activity,
~learning practice, and posttest. :

* Learning Guides. Whjte Bear, MN: (916) Vocational-Technical
Institute, 1972-76.

Guides (5,800 to date) include student data, terminal
performance objective, micro-performance objective (s),
agreement, learning steps and resources, and products/
performance checklist.

Mid-America Vocational Curriculum Consortium, Incorporated
(MAVCC). Curriculum Manuals (Teacher and Student
Editions). Stillwater, OK: MAVCC, 1975-77.

Manuals are divided among major course areas which,
in turn, are divided into instructional units. Each unit
contains the following components:

l. statement of objectives (performance objectives)
2. teacher and student activities (activities and
resources)

3. information sheets
4. transparency sheets
5 assignment sheets
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6. Jjob sheets :
7. unit criterion-referenced test (test items
sequenced to correlate with the objectives)
8. answers to unit test (teacher edition only)
MAVCC products available are:
.Occupational Child Development
.Agricultural Sales and Services
.Food Servicée = PpProduction and Service
.Automobile Emission Control X .
.Snowmobile Repair
MAVCC procucts available by Fall 1977 are: .
.Diesel Engines k
-Attitude Development and Human Relations
.Dental Assistant
.Outboard Repair
-Lawn "and Garden Eguipment Repair. .
-.Chainsaw Repair
-Residential Wiring
.Motorcycle Repair
.Basic Small Engine Repair
.Air Conditioning and Refrigeration

* Reeder, Dean. Vocational Agriculture 4: A Curriculum Guide--
12th Grade. Revised. Stillwater, OK: Oklahoma State
Department of Vocational and Technical Education,
Curriculum and Instructional Materials Center, 1974.

ED 117 406 _ Lo

<
This guide contains 27 units organized into four
modules: farm business management, leadership and .
careers, plant and soil science, and -agricultural mechanics.
Provides objectives, activities, information sheets,
assignment and answer sheets, .job sheets, and tests.

* Skyline Career Development Center, Dallas Independent School
District. §£Egen£_Learning‘Plans. New York, NY:
Harper & Row Publishers, Incorporated, 1976.

This is a series of 32 competency-based learning -
guides with such support documents as Teacher Implementation
Plan and Evaluation Instruments. -Student learning plans
are avalilable in the following areas:

Ornamental Horticulture Electricity

Floral Design Plumbing

Ornamental Crop Production Materials Processing

Landscape/Turf Development Machine Shop

Child Development - Welding -
Cosmetologyy Sheet Metal
Carpentry Technical Drafting
Masonry Music
Business Administration Food Preparation
Fashion De¢sign Shorthand
28
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Apparel Assembly Typewrit ing

Cutting Production |, Simulated Office
Merchandising Accounting
Pattern Drafting Communications Lab
Automotive Technology - Keypunth

. Automotive Body Technology Concepts . of American
Diesel Technology ‘Business

* A Study for the Articulation of Competency-Based Curricula for
the Coordination of _Vocational-Technical Education Programs.
Final Report. Baton Rouge, LA: Louisiana State Department
of Education, 1976. VT 102 839. - VT 102 843. :

These competency-based curriculum guides for drafting,
refrigeration and air conditioning, office, nursing, and
electronics occupations include terminal and performance
objectives and criterion-referenced measures. Several of
the guides provide task lists and task analyses.

* Time-Free Modular Competency-Based Curricula. Montgomery, AL:
‘ Link Educational Laboratories, 1973.

These curricula are divided into modularized udnits in

26 subject areas and includes learning objectives, learning
activities, materials, tests, instructional resource lists,
and a filmstrip and cassette for instructor orientation. "
The subject areas are as follows:

Engine Tune-up Basic Accounting

Brake & Front End ‘ Clerical Skills

Transmission Specialist Secretarial Skills

Auto Body Repair - Small Gasoline Engine

Welding Repair

Industrial Electricity Teacher Aide

Basic Electronics Solid wWaste Operator

Air Conditioning & Liquid Wwaste Operator.
Refrigeration Short Order Cook

Electrical Appliance Executive Housekeeper
Repair Masonry (Home Building)

Radio & Television Plumbing (Home Building)

' Auto Service Techn1c1an Carpentry (Home Building) -
Drafting Electrical Wiring (Home
Machine Shop Operations Building)
* Welding for Related Occupations. Hastings, NE: Central

Technical Community College, n.d.

This text is used in course #140.10 currently
implemented at CTCC. It was developed for students
requiring a basic welding course and is not available
for a welding technician major. No inert gas welding
processes are covered.
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¥ West Virginia Vocational Curriculum Laboratory. Compe tency-Based
curriculum_in_ Business and Office (Pre~Vocational), Home
Management, and Nursing Assjistant. ‘Charleston, WV: West
Virginia Board of Education, Bureau of Vocational, Technical
Adult Education, 1976. 7 _ R - '

The curriculum includes teachers' sections,
introductiong, student competency sheets (and learning
activities), supplements, and evaluation sheets. The
business and office program differs in that it is pre-
vocational. It is similarly formatted, but is designed
to provide exploration experiences, not to develop
proficiency in the occupational competencies. It could,

- however, provide resources for a competency-based
vocational course of study. ' '

o e WAl e e
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. : B General References

* Adams, Robert E. "Building Competency Models: One Approach to
"Occupational Analysis." Canadian Vocational Journal.
10 (November 1974): pPg. 36-41, 54,

r

Describes a DACUM competency model as a form of
occupational analysis and an evaluation instrument, and
discusses chart construction via a committee of experts
(incumbent workers) supported by a coordinator.
Discusses (1) general areas of competence, (2) the
first "band" of competencies, (3) remaining “"bands,"
(4) skill review, (5) sequencing, (6) structuring,

(7) vertical scannivg, and (8) chart preparation,

*** Alabama State Department of Education. Performance Based
' Instruction: The Development of Research Based Teacher-
Learning Activities Systems for Vocational Education in
‘the State of Alabama. Montgomery, AL: Alabama State
Department of Education, Division of Vocational Education,
1976. 39 pp. ED 137 498. Price: MF-$0.83, HC-$2.06.

A description of the basic elements of a research
based instructional system for educational personnel
development for vocational programs is presented in this
report. This description indicates how the system derives
‘inseryice competencies for teachers frém pupil performance
and eventually results in institutionalized change in
preservice teacher education programs. The seven basic
elements (all based on research studies) from which the
instructional system was derived are described in separate
sections: Performance.Catalogs from V-TECS/DELTA
(Vocational-Technical Education Consortium of States/
Designing Educational Learning from Task Analysis):
Relating the Pupil to the Curriculum; Analysis of Teaching-
Learning Activities Systems; The Instructional Supervision
Training Program; Management by Objectives; Management
Information Systems; and Teacher Education Modules. The
last two sections of this report are a discussion of the
systemic design for uniting the research based elements
and of progress in the development of the delivery system
for performance based instruction. Although the document
reflects Alabama's educational concerns, procedures and
activities are applicable to other State educational
settings. (SH)

* Alvir, Howard P. Illow to Clarify Classroom Instuctional Goals
through Performance Objectiwves. Washington, DC: ERIC
Clearinghouse .on Teacher Education, 1971. ED 056 994

Focuses on writing instructional objectives which
relate to student's career objectives and industry's needs.
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v

Suggests implications for training programs in vocational

education. FEmphasizes the need for evaluation and feedback
in a systems approach.
* Alvir, Howard P. llow to Individualize Your Classroom Instruction
by Using Performance Objectives. Washington, DC: ERIC
Clearinghouse on Teacher, Education, 1972. ED 074 032

Discusses use of performance objectives in the
classroom as well as in the individualization of a course.
Useful for its lesson plan examples and critiques (auto
mechanics and advertising courses) and its discussion of
the transition from traditionai teaching to performance-

K based education. : '

* Ammerman, Harry L. and William H. Melching. The Derivation,

’ Analysis, and Classification of Instructional Objectives.
Fort Bliss, TX: Human Resources Research Office (HUMRRO),
1966. ' '

Useful discussion of a sequence, for the development of
instructional objectives as well as the extent to which
a performance action should be described. .

* Andreyka, Robert E. A Florida Approach to Competency-Based
Vocational Teacher Education. Paper presented at the
Competency-Based Vocational Leadership Conference,
Lexington, KY, 1976.

Discusses "attainments" from which more .specific
competencies for implementing CBI may be derived.

Andreyka, R.E. and T.S. Briley. Competency-Based Teacher
Education for Industrial Education Teachers. Tallahasee, FL:
The Florida State University, 1975. 108 pp.

This report contains the framework used for developing
a comprehensive CBTE program for Florida's industrial
education teachers. The framework was built around the
following objectives: (1) determining the importance of
existing teaching competencies as related to preservice,
entry-level and advanced industrial teacher education,

) (2) classifying existing teaching competencies into clusters,
(3) validating identifying and classifying preservice
competencies, (4) identifying and determining the
appropriateness of existing CBTE instructional materials,

(5) premitting educators, teachers, and administrators to
compare and contrast each university program with CBTE
clements, (6) determining the extent to which a preservice
CBTE program could augment’ existing programs in Florida,

and (7) preparing specific plans for the development of
CBTE instructional materials based on validated competencies.
In addition, includes some of the materials developed for

‘
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- - the CBTE program, such sas agendas, a list of éombetencies,_
" " workshop evalua;ion forms, and competency rating forms.

hhh Andféyka, R.E. et aX. Competenc -Eased Vocational Teacher” -
s Education. Paper presented at the Vocational and Adult.

Education Summer Workshop, Orlando, FL, 1975. 22 pp.
ED 112 068. Price: MF-$0.76, HC-$1.58.

N

" The trend toward competency-based vocational teacher
education (CBVTE) is related to other significant trends:
the movement toward certification by skills demonstration,
the emergence of Teacher Centers, ‘and the increasing
emphasis on inservice education. ' CBVTP focuses on teaching
.competencies, expetting trainees to possess.the technical
or ocq&%ational skills which comprise their subject matter;
it identifies teaching competencies, provides learning
activities which focus on their mastery, ang assesses them
in real teaching situations. It is.individual-, '
performance-, and field-based, rather than \group~, content-,
and classroom-based. Florida's universities and State
Department of Education (vocational-technical division)

. . are exploring CBVTE. Florida State University's (FSU)
research - and development project, the advanced testing of
300 CBVTE modules (which were based on exhaustive task

. analyses and developed in all vocational subjects ifh a
lengthy cooperative venture at Ohio State University) has
taken place on and off campus with preservice and inservice
teachers. A wide variety of learning activities and
feedback devices are 'used in the modules. Trainees practice
competencies in a simulation and then in a classroom.
Problems have included gaining commitment from individual
faculty members and hesitant trainees. Statewide testing
of the Ohio modules is being considered, and FSU plans an
exemplary CBVTE program. ‘(Author/AJ)

* Aubertine, Horace E. "Secondary Curriculum Design and Competency-~
Based Education." Educaticnal Technology. 12(November 1972):
Pg. 38-39,. . - : : . '

States that CBI teacher+installers should ideally be
graduates qf CBI teacher education programs. Discusses
alteration of teacher role: need to be able to relate
information to competency objectives and to be involved in
a feedback system and in assessment and curricular decisions.

* Baird, Hugh and Dwayne BRelt. Some Organizational Problems
Lncountered in Implementing Competency-Based Education.
Paper presented to the& American Educational Research
Association, New OrLeans,\%A, 1973. ED 084 221,
! ,

Althougﬁ the fdcus of the document is implementation
of CBTE programs, the organizational problems discussed can
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be applied with adjustment tJ& implementation of CBI in
vocational school programs. Examples of problems
encountered are: (1) decision-making by staff,

(2) identification of teacher competencies, (3) the
teacher-as~couselor, and (4) staff training.

Beamish, E. et al. An Assessment of Needs for Professional

‘ Personnel for .ccupational Education in New York State:
Post-Secondary. 7Tthacar, NY: Cornell Institute for
Research and Development in Occupational Education, 1977.
273 pp.

This report represents the secend year of a two-year
effort to assess the professional development needs of
occupational educators throughout New York State. This
document focuses primarily on the needs of the post~-
secondary occupational education personnel. Twelve chapters
make up this document: (1) introduction, (2) response
rates, (3) occupational education profiles: statewide,
(4) regional characteristics, (5) faculty profiles by
type of institution, (6) chairpersons' profiles,

(7) summary of methodology and facutly profile base,

(8) geographic mobility (9) faculty turnover,

(10) .administrators' interviews, (l1) implications of
data for professional development of post-secondary
occupational educators, and (12) perspective on faculty
development: an overview. A number of implications are
drawn from the obtained data and other findings which
indicate the needs in statewide and regional planning
with regard to professional development programs.

* Bjorkquist, David. What Vocational Education Teachers Should
Know about Individualizing Instruction. Columbus, OH:
The Center for Vocational Education, The Ohio State
University, 1971. VT 013 713. ED 057 184.

An excellent general overview of the elements of
individualized instruction which form the foundation of
competency-based instruction.

* Burns, Richard W. and Joe Lars Klincstedt, eds. Competen ty-
Based Education: An Introduction. Englewood Cliff -, NJ:
Educational Technology Publications, 1973.

Articles reprinted from Educational Technology,
November, 1972. Includes the following tifles:

.Philosophical Basis for Competency—-Based Education.

.I'sychological Implications of Competency-Based
Education.

-Secondary Curriculum Design and Competency-Based
Education.

.Conpetency-Based Education and the Open Classroom.

~Implications of Competency-Based Education for
Urban Children.
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* Carpenter, Bruce, Purfqugpcé-ggipd Instruction. Paper

. presented at the Maryland Vocational-Technical Education
Conference, 1976. :

Discusses the underlying principles of CBI, tﬁe
improvement of vocational education through CBI, and CBI
procedures.

Committee on Performance-Based Teacher Education. Achieving

' the Potential of Performance-Based Teacher Education:
Recommendations. PBTE Series Number 16. Washington, DC:
Averican Association of Colleges for Teacher Education,
1974. 47 pp. Price: $3.00.

" This monograph is a series of observations and
recommendations. It is a commentary rather than a
conclusive treatment of PBTE. The monograpl is divided
into four chapters. Chapter I provides a detailed
introduction to the document. Chapter II provides a
context for viewing PBTE (historical characteristics,
‘promises, pitfalls, differences in terminology).

Chapter III presents a series of observations and
recommendations on ten aspects of PBTE movement. Finally,
Chapter IV provides a summary of the committee's beliefs,
hopes. and fears congerning PBTE.

* Competency-Based Education--An Annotated Bibliography. (Fred W.
Harringtor, Project Director). Charleston, WV: West
Virginia State Department of Education, Bureau of
Vocational, Technical, and Adult Education, 1974.

VT 102 044.

Listed materials were collected for EPDA Project
Number WV-73-7, "Familiarizing Teachers with New Curriculum

Materials." Lists competency-based curriculum models
and materials to assist fulfillment of the project
objective: "to train vocational teachers in competency-

based curriculum models so that they could apply this
knowledge of new curricular materials to the development
of new instruction.” '

*** Cook, F.S. et al. Two VAE System Models: A Model for a
Competency-Based Instructional System. The VAE
Accountabllty Model. Competency-Based Teacher Education
Series Number 2. Detroit, MI: Wayne State University
and Michigan State Department of Education, 1972. 32 PP .
ED 076 746. Price: MF-$0.76, HC-$1.95.

This bookiet is one in a series which describes a
competency-based teacher education program developed by
the staff of the Department of Vocational and Applied Arts
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Education at wayne State University. This booklet
discusses instructional systems and accountability, which
are two important facets of the program. Part I describes
a model of the competency-based instrlctional systenm,

which utilizes a systems approach to program development.
The elements of the System, including competencies,
performance objectives, needs assessment, delivery system,
and evaluation plus the general procedures followed to <
implement the system are covered. Part II presents an
accountability model designed to facilitate the
implementation of an instructional system. The
accountability model allows for input from the teacher,
student, and administration. A booklet describing the
competencies and performance objectives is available as

VT 019 884, and a progress report is available as VT 019 885
in this issue. (SB)

*** Cook, G.M. Why Competency-Based Teacher Education? - Paper
presented at National Association of Independent Schools
Annual Conference, held in Washington, DC, March 2, 1973.
16 pp. ED 074 030. Price: MF-$0.65, HC-$3.29.

Reviews the competency-based teacher-education ,
movement. The first portion discusses definitions of
CBTE. The second portion reviews basic elements of CBTE:
individualized instruction, personalization of instruction,
student involvement, effective management systems, and
a field-centered approach.

*** Cope, R.G., ed. Information for Decisions in Post-Secondary
Education, (l5th Annual Forum, St. Louis, MO).
Tallahassee, FL: Florida State University Association
for Institutional Research, 1975. 437 pp. ED 131 755.
Price: MF-$0.83, HC-$23.43.

These proceedings include 83 papers and 24 abstracts
of papers contributed at the AIR’s Annual Forum.
Practitioners at two- and four-year college and universities,
public and private (teachers, department chairmen, and
administrators) as well as theoreticians are addressed.
Papers fall into 13 categories: (1) presidential address;
(2) planning and management analysis; (3) financial analysis;
(4) faculty cvaluation, analysis, and development;
(5) decision strategies for management; (6) program
budgeting; (7) state level planning and analysis;
(8) affirmative action and consumer protection; (9) student
admission, retention, and follow-up; (10) institutional
research: theory and technicue; (ll) consensus developing
techniques; (12) simulation models and management
information systems; and (13) course and curriculum
analysis. (MSE)
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Dayer, H.D.. Competencies Required by Beginning Occupational

**% Doty,

Education Teachers. Buffalo, NY: State University of
New York at Buffalo, 1977. (Unpublished Doctoral
Dissertation). 132 pp.

This dissertation utilized a list of CVE, Ohio State
University modules to determine which competencies were
most important for preservice programs for beginning
teachers. The study involved vocational teachers and
directors in the Board of Cooperative Educational Services
occupational centers throughout New York State. To secure
the needed information for this study, the research
utilized the descriptive-survey method of research. Some
of the conclusions drawn from this study are that:

(1) the performance competencies includad in this research
instrument represent a reasonably inclusive list of
occupational teacher professional needs, (2) professional
education, preservice programs are urgently needed in

New York State, and (3) most occupational teachers in

New York State, especially in the trade and industrial
service area have acquired little college-teacher
preparation.

Charles R. and R. Gepner, eds. Post-Secondary Personnel
Development, Volume I. Proceedings of the National
Conference on Personnel Development for Post~-Secondary
Vocational and Technical Education Programs of Less
Than Baccalaureate Degree, held in St. Louis, MO, January
18-21, 1976. 496 pp. ED 131 891. Price: $13.50 and
$1.50 postage. Ava.lable from New.Jersey Vocational-
Technical Curriculum Laboratory, Rutgers University.

Compiled in this document are papers presented at a
conference on personnel development in post-secondary
vocational and technical education programs of less than
baccalaureate degree. The conference resulted from a
recognition of the problem of employing technically competent,
yet unprepared to teach, persons from business and
industry. Topics of the papers include: (1) Personnel
Development as a Priority; (2) Notes on Personnel
Development Programs; (3) Attitudes of a New Community
College Instructor; (4) Role of Faculty Development in
‘'wo-Year Post-Secondary Institutions: (5) Court
Decisions Affecting Teacher Evaluation; (6) Faculty
Fvaluations--what Do They Mean?; (7) Faculty Evaluation
in Community Colleges; (8) A Model for Implementing
Competency-Based Programs; (9) An On Campus Teaching
Consultant; (10) Maximum FEffectiveness: Staff Development;
(11) Preparing Post-Secondary Faculty Members through
Preservice Programs; (12) Faculty Development in the
Community College; (13) Adjunct Occupational Instructors;
(14) Teaching Strategies for Post-Secondary Institutions;
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(15) Technical Upgrading of Instructors; (16) Non-
- traditional Students; and (17) Career Development of
Administrators. Six conference group reports and extensive
annotated bibliographies complete the document. (JDS)

*** Doty, Charles R. and R. Gepner, eds. Post-Secondary Personnel
Development, Volume II. Proceedings of the National .
Conference on Personnel Development for Post-Secondary
Vocational and Technical Education Programs of Less
Than Baccalaureate Degree, held in St. Louis, MO, 1976.
338 pp. ED 131 892. Price: MF-$0.83, HC-$18.07.

Descriptions/ Staff Improvement/ *Teacher Improvement/
*Vocational Education Teachers.

Personnel development programs for post-secondary
vocational and technical faculty in selected pcst-secondary
educational institutions in several states are identified
and described according to the following criteria:

(1) objectives of the program; (2) organization of the

program; (3) cost of the program; (4) motivation of staff;
(5) pedagogical skills emphasized; (6) technical content
' emphasized; (7) constraints on the program; (8) the

evaluation process; and (9) program changes needed.
Programs at 25 colleges in 17 different states are
described. The programs are institutional programs in
continuous operation, not departmental or for special groups.
Each is focused on upgrading the teaching skills of
technically competent, yet pedagogically unprepared, persons
from business and industry who are instructors in
vocational and technical education in community colleges
and technical institutes. (Author/JDS)

* Drumheller, Sidney. Handbook of Curriculum Design for ‘

| Individualized Instruction: A Systems Approach. Englewood

Cliff, NJ: Educational Technology Publications, 1971.

Purpose 1is to provide guidelines for the development
of curriculum materials from behavioral objectives that,
when plugged into the Drumheller Design Model, will
determine the specifications for self-paced curriculum
materials. Maintains that a curriculum designer can use
the procedure to produce comprehensive sets of objectives
and then spend necessary energy on development of learning
experiences. Discusses implementation of the model.

Elam, S. Performance-Based Teacher Education: What is the State
of the Art. PBTE Monograph Series: Number 1.
Washington, DC: American Association of Colleges for
Teacher Education, 1971. 28 pp.
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This monouyraph 1s designed to be usetful to teacher
educators and others striving to improve preparation
programs for professional school personnel. It contains
a series of working papers in the area of performance-based
teacher education. The document is divided into the follow-
ing sections: (1) Introduction (purpose of the paper--~
what is PBTE?) (2) Background (why PBTE now-~historical
context--education's response) (3) A Description of PBTE
(essential elements, implied claracteristics, and related
and desirable characteristics, (4) Implications of PBRTE,

(5) Issuecs and Concerns, and (6) Summary. Also included is
a list of the AACTL PBTE project committee members.

English, L.J. and R.M. Laws. A Pilot Project to Generate
Critical Analysis of Problems and Processes in Operational
Strategies and Components Essential to College-Wide
Competency—-Based Curricula. Dover, DE: Delaware Technical
and Community College, 1976. 86 pp.

"This study investigated problems, processes, components
and operational strategies essential for college-wide
development of competency-based curricula. A number of
additional objectives were also identified. Briefly, results
_indicated that: (1) pre-planning and management were key
factors in the development of CBE; (2) a new relationship
between student services and instrictional services must
be considered in order to operationalize a competency-
based instructional program; (3) additional emphasis must
be focused on the development of curriculum content in the
af fective domain; and that (4) CBE at the community college
level could be developed with presently available personnel
through the application of systems technology. The appendix
contains checklists, evaluation criteria forms, survey
questionnaire, and course-of-study outlines.

*%* Evans, R. and D.R. Terry, eds. Changing the Role of Vocational
Teacher Bducation. Bloomington, IL: McKnight and McKnight
Publishing Company, 1971, 219 pp. ED 059 399. Price:
$5.36. '

An institute attended by persons representing vocational
education, general education, and state and federal
government was held to review the state of the art in
vocational teacher education. Discussion activities
centered around state ol the art papers, and this book
contains those chapters based on revisions of the major

papers. (1) "The Quality of Life in the Seventies and
Implications tor Vocational Teacher Education" by J.C.
‘Willers; (2) "Assumptions Underlying Preservice Programs
for Beginning-Level Voocational Teachers"™ by J, Moss Jr.;
(3} "Assumptions Underlying Inservice Vocational Teacher
Education Programs" by A.D. Hill; (4) "Curriculum




Development in Vocational Teacher Education: State of the
Art and Developmental Needs" by E.J. Simpson and M.L. Ellis; -
(5) "Organizational Structure of Vocational Teacher
Education" by R.E. Taylor and A.J. Miller; (6) "The Context
of Vocational Teacher Education" by R.E. Taylor and

A.J. Miller; (7) "The Need for Vocational Educational
Personnel” by T.G. Foran and J.J. Kaufman; (8) "Critique

of Manpower Projections for. Instructional Staff in
Vocational Education" by G.G. Somers; and (9) "Evaluation

of Vocational Teacher Education" by D. Sjogren. (SB) '

*** Finch, G.R. and R.D. Harris, eds. Implementing, Competency-Based
Teacher Education: Future Directions for Vocational
Teacher Educators. Papers presented at The Institute on
Competency-Based Teacher Education for Virginia Vocational
and Technical Teacher Educators (Blacksburg, VA, November
23-26, 1975). Blacksburg, VA: Virginia Polytechnical .
Institute and State Unviersity, Division of Vocational-
Technical Education, 1976. VT 103 378. :

This publication is intended to provide direction for
those who contemplate establishing a competency-based . .
program for vocational teachers. It should be of value as '
a basic resource in the area of competency-based teacher
education (CBTE) and serve as a useful tool for CBTE program
implementation and improvement. Major papers developed
for the institute of competency-based teacher education are
included in the document, as well as two papers prepared
after the institute was held. The papers and their authors
are: (1) "The Challenge of Competency-Based Teacher
Education" by Ruth D. Harris and Curtis R. Finch:;

(2) "Competency-Based Education: Status and Research" by

W. Robert Houston¢ (3) "Instructional Materials for
Competency-Based Teacher Education" by James B. Hamilton and
Glenn E. Fardiqg; (4) "Delivering Teaching/Learning for
Competency-Bascd Education" by Daniel E. Vogler;

(5) "Writing Competency-Based Education Modules" by

Daniel E. Vogler; (6) "Concernsin the Implementation of
Competency-Based Teacher Education®™ by Martha Lee Blankenship;
and (7) "Toward a Framework for Implementing Competency-
Bvased Teacher Education" by Curtis R. Finch and Ruth D.
Harris. Several papers include a list of references;

the references for the paper on Instructional Materials
constitute ten pages. (Author/RG)

** Frank, Frederick P. and Conard L. White. New Opportunities in
Vocational Education: Final Report. DeKalb, IL: Northern

Illinois University, Department of gducational Administration
and Services, 1977. ) :
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The main objective of this program was to use and
adapt to local conditions and to project participants'
needs the Southern Illinois University and Illinois State
University developed competency-based model graduate
programs for preparing occupational education admlnlstrators.
Fifteen fellows, all women and/or black persons, were
enrolled in the program. The program which was conducted
from July 1976 tc June 1977 had three major goals:

(1) to upygrade tlc professional skills of the participants
in vocational education, edquflonal administration and
supervision, and subject matter specialization; (2) to
open the ecves of the participants in regard to the world
of vocational education and the role of the administrator;
(3) ¢ develop self-awareness aha actualization toward
future roles in a traditionally white, middle class, male
environment of the educational administrator.

Fortney, M.H. Performance-Based Instruction Curriculum Develop-

ment in Vocatlonal qucatlon" “The State-of-the-Art.

Montgomery, AL: Division of Vocational Education and
Community Collecges, Alabama State Department of Education,

1975. 77 pp.

This document deals extensively with the four major
elements which seem to be creating changes in vocational
education: the knowledge explosion and the efforts to
manage the information produced, the rise of technology,
the change in the structure of thinking induced by
cybernetics, and the rise of the concept of accountability.
The paper further examines and describes several major
research efforts in developing curricula to cope with
change. Topics include: forces contributing to curriculum
change in vocational education, the concept of curriculum

response to change, the development of performance/ _
competency-hased education, performance-based education in

- Alabama, related research assisting performance-based

teacher education development in Alabama, performance-based
certification fnr educational personnel, and Implications
ot the State-of-the-Art. The document is of value to those
attempting to tamiliarive themselves with the State-of-the-
Art in pertormance-based cducation.

Haltin, ', et al. Professional tducation Lomgoten01es Needed bx

Bogénn}nQ_VTA"Teachcrs. Menomonie, WI: Center for
Vocatlonal Téchnical and Adult Education, 1977. 65 PP .

The purpose of this study was to identify the
professional teaching competencies needed by beginning
teachers of the Vocational Technical Adult Education System.
Alternative doelivery systems for attaining preofessional
competencies are also recommended., This study provides
useful information for vocational instructors, supervisors,
and adminstrators interested in developing a certification
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curriculum for new teachers, and directing recalistic,
competency-basced professional development delivery systems.
Included in the appendices are a table of data results of
total groups and seven sub-groups for competencies,
competencies related to Ohio PBTE modules, and-a survey
instrument. :

Hamilton, J.B. and K.M. Quinn. Resource Person Guide to Using ‘
Performance-Based Teacher Education Materials. Columbus, OH:
The Center for Vocational Education, The Ohio State
University, 1975. '

_ This resource person guide is provided to assist in
the utilization of performance-based professional vocational
teacher education curricular materials developed by CVE.
Further, this guide--as the author's report--can help-
individuals perform the functions of the resource pexson
in an effective and efficient manner. This document is '
divided into two major sections and contains a number of
related materials in the appendices. 1In the first part of
this guide, the following topics are discussed: performance-
based teacher education, characteristics of PRTE programs,
the Center's PBTE materials and essential elements of the
system defined. .The second part of this gquide is devoted
entirely to the resource person's responsibilities. Topics
in this section include: (1) planning the teacher's
program, (2) guiding the learning activities, and

(3) assessment of teacher performance: the final experience
and managing the role of the resource person.

*** Handley, H.M. et al. Assessment of Inservice Vocational Teacher
Education in Mississippi. Mississippl state, MS: Mississippi
Research Coordinating Unit for Vocational-Technical Education,
1973. VT 101 081. ’

This second part of a study of vocational teacher
education in Mississippi evaluates the inservice phase of
teacher education while the first and third parts deal with
preservice education and teacher attitudes concerning
work values and jobs. This report summarizes vocational
educators' perceptions of how well they are akle to perform
specific tasks after completion of inservice programs. The
effectiveness of two types of programs is evaluated - those
conducted by institutions and those conducted by the division
of vocational and technical education of the Mississippi
State Department of Education. Questionnaires were mailed
to 1185 persons who had taught more than three years in '
vocational education and to state-level supervisors ar.d
teacher educators. oOver 700 replies were used to supply
data which produced findings concerning the skill gained by
inservice education, differences in courses, and variations
among the vocational service areas represented.
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‘Recommendations for lmproving inservice tralnlng in
Mississippi are drawn from the findings. The two related
. studies are available as VT 101 080 and VT 101 082.
- (Author/mMU)

s

Harris, E. A 8§* “udy of Demdnd and Factors Related to the

Improvement of Occupational Education Personnel Development
Programs in the State of Illinois. DeKalbt, IL: 'Northern

Illinois University, 1973. VT 100 733.

The purpose of thlS study was to gather data on factors
for 1Mbrov1ng occypational teacher education. Survey forms
were mailed to the administrators of high schools, area
vocational centers, and community college in Illinois.
Responses representing 83 percent of the total secondary and
community college population in the state were used in compiling
the data tabulated in the report. Findings led to recommend-
ations of five goals for improving the occupational teacher
education programs in Illinois. These goals included:
(1) improve the inservice and preservice teacher education .
programs in the state; (2) develop a system for evaluating
occupational personnel performance on the <§ob; (3) improve
the techniqgques of recruitment; (4) increase the resources
devoted to teacher education programs in occupational
education; and (5) improve the master plan for occupational
education. Objectives and strategies for each goal are
given. (1)

Holcomb, E.R, et al. Guxdellnes for Occupational Program

Planning. Los Angeles, CA: California sotate Department
of Education, 1977. 126 Pp.

~

This handbook provides broad guidelines for establishing,
modifying, and terminating occupational programs. Major
directions to this manual were provided through a task
torce which included a consortium of representatives from

- community colleges, high schools, and regional occupational
programs. An occupational guidelines flow chart is presented
at the beginning of each chapter to provide an overview of
various -items to be discussed. Each chapter heading in
this handbook is identical to each of the items presented
1n the chart.

Houston, R.W., ed. oring Competency-Based Education.

)1
Berkeleyy CA: M CﬁfEhan Publishing Corporation, 13574,
426 pp.

Xp

Thirty-two leaders in the competency-based movement
attemnt in this book to put into perspective the issues

that surround competency-based education. The papers are
arranged in five parts. Part I covers the meaning of
competency-Lasced education. Part I1 presents critics and
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advocates of competency-based education. Part IIT describes
models for identifying competencies. Part IV focuses on
asseéssment and competency evaluation--both for student
achievement and program effectiveness. Part V entitled
"Changing Americvan Education" examines fundamental notions
of the institutional process. 1In addition, the following
items may be found in this section: subject index, list
of materials centers/activities, list of national
competency-based education centers, and a comprehensive
bibliography containing over 700 entries. This publication
should be of great assistance as a reference tool to
. individuals concerned with anticipated and current
. devglopments in teacher education.

*** Johnson, C.E. . Implementing Competency-Based Teacher Education.
Speech delivered at a Competency-Based Teacher Education
E . Conference. Held at Boise, ID, February 27-28, 1974.
. . - 32 pp. ED 092 537. Price: MF-$0.75, HC-$1.85.

This document is a speech concerning the problems and

' issues involved in implementing a competency-based program
at the University of Georgia. Discussed are two initial
phases of -implementation which began in 1968:
(1) individualizing exjisting professional subject matter
program for preservice preparation and an extension of the
period of field experience, and (2) ideantifying teacher
competencies. Author feels that many problems were
experienced because of a failure to establish a common
conceptual understanding to the term "competency. " The
distinction is made between "techncial teaching competencies," .
which are skill-like competencies essential to profe951onal

- performance, and "professional teaching competencies"

: which are complex professional behaviors that no two people
ever perform the same. Author adds that he and his colleagues
place "personal attributes" ahead of teaching competencies.
The author discusses the present organization for instruction
at the University of GCeorgia and other practical concerns
which arise during implementation. A brief list of
recommendations and an extensive appendix are included to
provide such information as: references cited, additional
references, current activities in CBE, PBTE programs, and
sources of additional information about PBTE.

* Klingstedt, Joe Lars. "Learning Modules for Competency-Based
Education." Educational Technology. 12(November 1972):
Pg. 29-31.

Describes the purpose of a learning module plus six
major parts: objectives, pretest, rationale, learning
alternatives, posttest, and resources.
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*** Kocher, K. A Competency-Based Progyram fer Prepar.ng Vocational

Education Teachors.  Final Képort. Lincoln, Ni: Kearney
State College and Nebraska State Department of Education,
1975. 121 pp. ED 118 919. Price: MF-$.83.

The objective of the project was to identify and reach

consensus about common core competencies deemed necessary
to all vocational teachers, with the goal of developing a
strategy for the implementation of competency-based teacher
education in Nebraska. A random sample of vocational .
cducators selected a list of vocational education teacher
competencies that is appended to the report. The competencies
are grouped according to the headings of planning, evaluation,
instructicn, management, public and human relations,
guidance, youth organizations, and professional role.
Included is a bibliography of competency-bhsed materials
organized by the State, and a list of competency-based
modules currently in use in teacher education programs.
Other materials appended to the document are the project

. PERT (Program Fvaluation Review Technique) and milestone
shorts, the original list of competencies; correspondence .
with the advisory committee research coordinating units
and State Departments of Education; and quarterly reports.
(NJ)

Technical Teacher Education and Two-Year Vocational-
' Technical Associate .Degree Programs. Final Report.
' Haure, MT: Northern Montana College, 1975. 94 pPp.
' ED 137 5!'3. pPrice: MF-50.83, HC-S$4.67.

* ok K@rb, A.W. A Performance-Based Education Program in Vocational-

In addition to the goal of totally acquainting faculty
members with the concept of performance-based education, the
\ one-year project at Northern Montana College had four major
objectives: (1) identify colleges, universities, technical
institutes, and area vocational schools throughout the
Nation which are currently conducting performance-based

—— PR ———— e

programs in vocational-technical teacher education and two-

year vocational-technical programs; (2) identify performance
goals and delivery systems for each depagtment within the
vocational-technical division; (3) tranglate existing
courses into performance-based criteria and implement them
into the teaching schedule for field testing; and  (4) begin
implementation of a feedback system which is essential to
the process of evaluating and refining the performance goals
and delivery systems adopted. '

* Mager, Robert F. Preparing Instructional Objectives. Belmont,

CA:  Pearcn publishers), Incorporated, 1962. VT 024 931.

The basic book on behavioral objectives. Clearly
explains the development of accurate, understandable
oljectives.  This is g programmed course.

-—
N

I/{i



*

McClellarn, V.B. A Study of the Competencies Unique to the

Educators of Adults in theé Vocational, Technical, and
Adult Education System.- Madison, WI: Center for 4
Vocational, Technical, and Adult Education, 1975. 88/pp.

This study identifies the unique competencies necessary
to effectively teach adults in the Wisconsin Vocatiopal,
Technical, and Adult Education System., It also compares
resul“~s of this study with an existing study to detérmine
unique competencies, develops a model of an effective
adult educator, and identifies a valid teaching style
for adult educators. A number of items such as
questionnaires, recommendations, lists of competencies,
survey instrument and cover letter complete- this useful
study. This publication may be of assistance to vocational
educators of adults by helping them develop better vrograms,
instruction, relationships with adult learners, and ‘
evaluation of programs and instruction.

Munsterman, R.E. and D.L. Brown. A Model for Competency-Based

Vocational Teacher Evaluation. Final Report. Indianapolis,.
IN: State Board of Vocational and Technical. Education,
1977. 10 pp. :

This paper. summarizes the competency-based voc¢ational
teacher evaluation project and points to the fact that
competency-based education is lagging behind compe tency-~
based teacher training. This research could..be utilized
in planning inservice programs. '

<

*** National Advisory Council on Education Professions Development.

L

Competency-Based Teacher Education: Toward a Concensus.
Washington, DC: National Advisory Council on Education
Professions”Developmen;, 1976. 43 pp. ED 121 791.

The major focus of this report is on the merits of
compeétency-based teacher education as a mode of improving
the process of teacher education. The report is also an
effort to reach a consensus among CBTE advocates and critics.
The council in this report attempts to provide the reader
with an overview of (1) what competency-based education is,
(2) what it means in teacher education, and (3) CBTE as
a process. ' :

*** Nelson, O. et al. An Investigation of the Teacher Competencies

Needed to Utilize Diagnostic Test Data in_Prescribing
Occupational Learning Experiences in Teaching EMRS. Final
Report. Menomome, WI: University of Wisconsin, Stout
Center for Vocational, Technical, and Adult Education,
1976. 110 pp. ED 137 534. Price: MF-$0.83, HC-$6.01.
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A study was conductéd to determine the teacher
competencies needed 1n ordor to develop valid and effective

, occupational learning experiences for educable mentally

retarded (EMR) students based on available-diagnostic,
test data and information. Four-member teams were selected

.from each participating school :four secondary and two -

post-secondary schools), fach team had a special educator,
a vocational 1nstructor, an audiovisudl specialist, and a
counselor, special educator, or vocational educator depending .

-on the most effective team organization within the

participating school. An action research design was used.
As vocational teachers on the teams identified problems

in modifyiny 1nst1ugtlonal naterials, teaching strategies,
apd classroom nrocedures, team and staff members designed

..solutions. These solutions were then implemented by the

vocational teacher and evaluated. Transportability of the
developmental oxperlences and the resulting products were
assessed with teams in one or two of the cther participating
schools. Three workshops were conducted focusing on

(L} identifying (participants’' instyruction; ,(2) techniques
for effective.communication, task analysis, rewriting reading
materials, and developing mediated instruction; and

(3) teaching techniques, cla$sroom management strategies,
and practical cvaluation. .Some of the competencies which’
vocational teachers need to acquxre are use of evaluation
information in designing and managing instruction,

. behavior observation skills, performance evaluation

techniques, individualizing instruction for EMR students,
identification and restructurlng of jobs, task analy51s
procedures, and skill in designing concrete learnlng -
experiences. sed on the evaluation of the workshops and
critical competencies identified by the participants, a

" two-week workshop agenda was developed which should provide

the basic compcten01es needed.

Niccum, B.K. Assessment of the Professional Teaching Competencies

Needed by Call-Staff %eachers in the wisconsin VTAE System.
Mconomonie, W!: Center for Vocational, Technical, Adult
kducation, 1973. 46 pp.

The purpose of this study was to identify the
professional teaching competencies needed by part-time
teachers within the Wisconsin VTAE system. The identification
ot the proferred delivery system was also determined. This

monoqraph 1s organized inte four cnapters: Problem and
Rationale; Mcthods anda bProcedures; Report of the Findings;
and Recommendations, An appendix completes this study.

This document could be of value to post-secondary
instructors and administrators interested in the
professional. teaching LomﬂctenCLCS of their part-tine
statt. v

1
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Northwest Regional Laboratory. Competency-Based Fducation

Sourcebook. Portland, OR: Northwest Regional Educaticnal
Laboratory, 1977. 500 pp. Price: $22.50.

This is a very current, comprehensxve guide for
curriculum planners, teachers and other people who may
be involved in the program planning amd implementation of
a competency-based education. The guide .lists resources
available for identifying instructional outcomes,
imeasuring outcome attainment, promoting instructional
outcomes and managing program dberation. The guide is
indexed making it easy for the user to locate information.

Norton, R.E. &t al. Performance-Based Teacher Education:

*** Otto,

The State of the Art. Columbus, OH: The Center for
Vocational Education, The Ohio State University, 1976.
107 pp.

This state-of-the-art report on PBTE attempts to offer
the reader a summary of what has happened and what is
happening in PBTE. It is written for all who are concerned
about, and interested in, improving the professional
development of teachers Zor our institutions. The following
topics are discussed: (1l)introduction--our perspective,
audience, (2)antecedents of the PBTE move.ient--need for
change, impetus toward PBTE, (3)important definitionms;

(4) characteristics of PBTE programs, (5)advantages and
limitations cf PBTE, and (6)current efforts, mcdels, and
projects. -

P.B. A First Course in a Competency-Based/Field-DBased
Teacher Prquratlon Program. Paper presented at the
Annual Confcrence of the Association of Teacher Educators.
University of South Dakota, 1976. 12 pp. ED 121 795.

In 1973, the School of Education at The University
of South Dakota reorganized from a departmental structure
to a cross-disciplinary team organization. Prospective
tcachers :ecre provided with a broad set of practical
classron . experiences over a longer time span than was
practical with previous programs. An ad hoc committee
revised the "Educational Foundations" course goals and
objectives. This course was later structured so as to
assist students: (1) to familiarize themselves with the
services and functions of the School of Education,

(2) to assess their personal values with respect to a
career in education, ard (3) to make rational decisioas
with reqard to a career in education. Presenters were
asked specificaily tc avoid lecturing and to use
activity-centered approaches. Evaluation was utilized
throughout the course, and as a final requirement, each
participant had to submiit a final position paper on why

L]
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he or she would or would not pursue a teaching career.
The appendix provides a listing of the objectives used
in this setting. . :

*** Pascale, P.J. et al. Competency-BaseH Teacher Education: An
Annotated Bibliography. Youngstown, OH: Youngstown State
University, 1974. 71 pp. ED 095 115. Price: MF-$0.75,
liC-SJO 15. ' '

This annotated biblicgraphy is divided into four
sections and covers material published between 1952 and
1974. The first section is an introduction that reviews
the history of thz recent development cf competency-based
teacher education (CBTE). Section II is the annotated
bibliography, with 158 listings arranged alphabetically by
author. An update based on computer scans of the
literature includes an additional 36 citations. There is
no differentiation between books, monographs, and journal
articles. Appended to this section are listings of recent
books, planned books, monograph series, and newsletters on
CBTE. The third section lists schools with CBTE programs.
The schools are listed alphabetically, with codes indicating
the program level and subject matter. The fourth section
lists current resources on CBTE.

pautler, A.J., Jr., ed. The Future of Vocational Education.
Papers from Bicentennial Conference on Vocational Education,
Minneapolis, MN, October 10-13, 1976. Columbus, OH:
The Center for Voca.ional Education, The Ohio State
University, 1977. 234 pp. " Price: $13.00.

Leading experts attending the Bicentennial Conference
on Vocational Education attempt to provide valuable insight
into the problems and issues of the near future. There
are eight sections in this document, including such topics
as: (l) Education-Manpower Policy, (2) Planning for
Vocational Education in the Future, (3) what Should be
Taught, (4) Special Needs, (5) The Youth Perspective,

(6) Delivery Systems for Vocational Education,

(7) Conrerence Summary Statement, and (8) Conference
Overview anu Recommendations. Section Four and Six may
prove to be of particular interest to post-secondary
personnel. The following articles are among those included
in these two sections: Section Four: Meeting the Future
vocational Education Needs of American Natives, The
Implications of the Future Participation of Minorities
and Women in Vocational Education Programs, Meeting the
Needs of the Handicapped, and Section Six: Comprehensive
Competency-Eased Education--a bridge between liberal and
applied learning in post-secondary education: America's
contribution to the future of education.
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Performance-Based Tecacher Education: A Source Book. Aquino,
John, comp. PBTE Series Number 2i. January, 1976.
131 pp. ED 118 529. Price: MF-$0.83, HC-$7.85,

This document is a compilation of articles, extracts
of books or articles, and abstracts of material on PBTE.
It is divided into four sections. The first section
contains background material and provides definitions,
rationales, and historical contexts for PBTE. The second
section has material on program decign, evaluation and
assessment, personalization and individualization, and
field-based support systems for PBTE. The third section
is divided into the following headings: general implications,
staff development, governance, accountability, state
agencies, and accreditation issues in PBTE. The fourth
section presents a critique of PBTE from AFT and another
from a general standpoint.

*** perkins, L.H. Competencies of Trade and Industrial Teachers:
As Perceived by Teachers, Supervisors, School Administrators,
and Teacher Educators. Tallahassee, FL: Florida State
Advisory Council on Vocational and Technical Education
and University of West Florida, 1975. 67 pp. ED 112 067.

The purposes of the study were (1) to ascertain the
professional competencies needed by trade and industrial
teachers in order to be perceived as effective by success-
ful trade and industrial teachers, administrators, and
supervisors and teacher educators; (2) to ascertain whether
the teachers felt that they had the opportunity and
instruction available to develop or acquire the competencies-
neceded to teach effectively: and (3) to construct an
instrument for administrators to evaluate the performance
of trade and industrial teachers. The 169 participants
identified 164 competencies in rank order of importance
as those competencies needed by effective trade and
industrial tcachers. Teachers, teacher educators,
administrators and the supervisors indicated a high degree
of agreement relative to ratings assigned to the 164
competencies. Competencies were grouped under three
clusters: (1) essential preservice competencies,

(2) important inservice competencies, and (3) competencies
to be developed when time permits. Section V in this
document could be useful to teachers, teacher educators,

and administrators of community colleges since it describes
the procedures utilized to construct an evaluation instrument
for use by administrators in assessing the performance of
trade and industrial teachers.

*** popham, W.J. Identification and Assessment of Minimal! Competencies
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for Objectives-Oriented Teacher Educatlon Programs. Paper
presented at Annual Meeting of American Educational Lesearch
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Association, New Orleans, LA on February 25-March 1, 1973.
15 pp. ED 076 687. Price: MF-$0.65, HC-$3.29.

Describes an objectives-oriented teacher education
program which is based on the assumption that teachers
should promote worhtwhile changes in learners. The
author recommedns that the follwoing three competencies
comprise the core of an objectives-oriented teacher
‘education program: (1) teachers must be able to achieve
prespecified instructional objectives with diverse kinds
of learners; (2) teachers must be able to both select and
generate defensible instructional objectives; and

(3} teachers must be able to detect the unanticipated
effects of their instruction. '

Teaching, performance tests, inventories, simulation
and approaches, and student-selected objectives are
recommended as methous for assessing the program.

* Prepare Individualiz d Learning Packages. Charlottetown,
Prince Edward I ..and: Holland College, Professional
Development Program, n.d. :

These packages contain competency-~based instruction for
teachers on designing individualized learning packages.
Includes rationale, elaborations, learning activities,
resoucsc~s, and evaluation.

A Report on the Region V Conference on Competency-Based Teacher
Education. Carbondale, IL: Southern IIIinois University, -
College of Education, 1975.  Papers presented at the Region V
Conference on Competency-Based Teacher Education, Chicago, IL,
March 11-13, 1975. ED 113 501. Price: MP-$0.76, HC-$5.70.

This conference report on competency-based teacher
education in Region V is comprised of complete texts of
12 addresses by six conference syeakers: "Personnel
Development in Occupational Education in Illinois," Sherwood
Dees; "One State's (Illinois') Approach to Competency-Based
Teacher Education," William Reynolds; "Planning for Personnel
Development Within a State (Illinois)," wWilliam K. Applegate;
"Vocational Educators and Competency-Based Education," Joan
R. McFadden; "Preservice C~cuptional Program (POP),"
Franzie Loepp and Alan Johnson; "Competency~-Based Industrial
Teacher Education at University of Wisconsin--Stout," Nerl
Prichard; "Competencies for Professional Education. for
Professional Education in Home Economics," Phyllis K. Lowe;
"Two-Year Inservice Teacher Preparation Program to Provide
the Essential Professional Competencies Necessary for ¥
Teachers. of Agriculture," Wayne E. Asche; "A Competency-Based
Program for Preparing Vocational ‘Teachers," Fred S. Cook and
Rita C. Richey;’ "Performance/Comqétency—Based Teaching
Methods, Minnesota Styte." Roland /L. Teterson; "Administration
by Competency (ABC)," Charles Edwards and Wes Habley; and “t
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"A Cautionary Appraisal of CBTL," H.S. Brady.
The purpose of this conference was to share informat ion
.about ongoing personnel development activities and programs
within Region V and to initiate cooperative planning related
to vocational personnel development. The conference focused
on Competency-Based Teacher Education.
*** Roth, R.A. Evidence on the Effectivenegs of Competency-Based
‘ Teacher Education Programs. Lansing, MI: Michigan State
Department of Education, 1976. 57 pp. ED 121 712.

The purpose of this study was to report evidence
concerning the effectiveness of CBTE programs. A number
of institutions considered to have operational CBTE programs
were identified. Two surveys of teacher education
institutions and a comprehensive ERIC search.>rovided the
necessary data. Information was obtained from 56 institutions,
65 programs, and 66 reports. This particular paper offers
the reader suggestions on how one can examine ways of
evaluation teacher education programs and the types of
information which can be collected. The researcher in
\. this study classified the program evaluation information
\ireceived on the effectiveness of CBTE programs under three
‘‘catagories: (1) pupil growth data, (2) competency _
attainment, and (3) reactions and feedback on programs.
Each category was further divided into subcategories. The-
survey and literature described in this document reveals a
variety of types 9f studies and information regarding the
effectiveness of CBTE programs. :

* Roueche, John E. "Can Mastery Learning Be Humane? The Case for -
Performance-Based Instruction." Community College Review.
3(June 1975). Pp. 14-21, o

Makes a case for performance-based instruction. Arqyues
the "humanity" of individualization and a systematic
approach in which all students can achieve competency within
varied time periods.

* Schalock, H. Del. Competency-Based Vocational Education: Some
Subtleties and Complexities. Paper presented at the EPDA
Regional Workshop on Competency-Based: Vocational Education,
Lexington, KY, 1976.

* [ J

Discusses the following subtleties:

1. The meaning of the word "competence": ma~tery of
knowledge, acquisition of skills, or application
of knowledge and skills. '

2. The nature of the indicators used as evidence of
outcome achievement: verbal reports, printed

» measures, etc. '
") .
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3,  What level of performance should be required
to claim mastery of...knowledge...or skills?

4. Individualization but accompanying
depersonalization. :

*#* Shmieder, A.A. et al. Competency-Based Education: A Briefing
Package. Draft. Washington, DC: Division of Educational
Systems Development, USOE, 1975. 67 pp. ED 114 364
Price: MF-$0.76, HC~$3.32. : o

This document contains program descriptions,
definitions, recommendations, and other information on -
competency~-based education. It begins with an overview
of the CBE Program of the Division of Educational Systems
Levelopment, USOE. following this are descriptions of

- the National Committeé on PBTE, the Multi-State Consortium
on PBTE, the CBE Center Consortium, and the Interstate
Certification Project. Four state CBE models and nine-
university CBE centers are described. A definition of
CBE is presented along with a list of potential benefits
of the competency-based approach, and a discussion of

. related educational concepts. A l1ist of activities in
CBE is then presented, followed by a section containing
questions and answers about CBE.

» * Schmieder, Alan A. and ERIC Clearinghouse on Teacher Education.
Competency-Based Education: The State of the Scene.

PBTE Monograph Series: Number 9. Washington, DC:
American Association of Colleges for Teacher Education,
1973. ED 073 046. '

An overview of the CBE movement: the movement's
origins, distinguishing characteristics, and potential.
Current resources and important issues are also described.
“The State of the States" and a CBE glossary are appended.
Focus 1is on tecacher education, but the report is a good
historical reference on the CBE movement as a whole.

*** State University of New York. Glossary of Terms Competency-
. Based Teacher Educatiaon. Albany, NY: 'State University
of New York, 1974. 44 pp. ED 091 369. Price: MF-$0.75,
HC-$1.85. ..

-~

Definitions of te pertaining to competency-based
*-2acher education prov§§2}ggmmon understanding of this

vocabulary. Each term has ona more definitions to
illustrate differences and similaxiities in usage.

* Talmadge, H. " Systems of Individualized Education. (Part of
Series on Coptemporary Educational Issues). Berkelev, CA:
National So¢iety for the Study of Education, 1975.
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[
o ' Collection of essays on "individualization of 5
- instruction." 1Includes discussion of Wiscorisin R&D Center's
IGE, Pittsburgh Learning R&D Center's IPI and related
programs, and PLAN from the American Institute for
Research-Westinghouse Learning Corporation.

* Turney, Mildred et al. Competency-Based Education--What Is It?
Report to the Vice Chancellor by a Task Force appointed by
the Faculty Senate, University of Wisconsin-~Stout,
Menomonie, Wisconsin, 1974. ED 114 36l.

NDiscusses issues and problems within the CBE
movement. :
’ [
University of Maine, School of Education. Competency-Performance-

Based Teacher Education for Vocational Teacher Educators.

. Recommended Modules - A Delphi Study. Gorham, ME:
University of Maine, Portland - Gorham, School of Education,
1976. 56 pp. ED 124 546. ' :

The results of a study to identify and prioritize
two groups of teacher education modules for vocational
education teachers are presented. 1Included are listings
of modules important for a preservice program and a
"survival skills" program for tradespersons entering
teaching without formal teacher education.

* Wallace, Bertran F. "Modular Design: Another Method of :
~Curriculum Development." American Vocational Journal.
47 (May 1972). Pp. 42-44,

Provides ten prccedures and a format for developing
modules in any vocational subject. .

Washington Technical Institute, Washington, DC. Handbook for
Writing Learning Objectives. Albany, NY: The Uriversity
of the State of New York, The State Education Departmenc,
Bureau of Secondary. Curriculum Development, 1973. 10 pp.

This monograph is designed to show how- learning
objectives are to be stated and explain the purpose they
serve. in a course of instruction. Majg:_sggtions include:
introduction, purpose of this monograph, dev-:lopment of
4 learning objective, examples of learning objactives,
improving the clarity of learning objectives, how learning
objectives are used and‘'a conclusion. Examples described
in this handbook are for vocational personnel. An
additional annotated book!ist on behavioral objectives is
available to. the reader.
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* Writing pPe-formance Goals--Strategy and Prototypes: A Manual
for Vocational and Technlcal Educators. New York, NY:

McGraw-Hill Book Company, Gregg Division, n.d. VT 014 645,
ED 061 413. :

-

A two-part manual for preparing performance objectives
which also includes prototypes of performance objectives.
Discusses characteristics and advantages, a system for

"writing, general directions (task sequence), general
instruction plan, specific instruction plan, and implement-
ation. Prototypes are provided for Agricultural Education,
Business and Distributive Education, Health, Home

Economics, Technical Education, and T&I. o




l.

2.

3.

4.

JP.O. BO:‘:

1

Publishers Reterence .

American Association of 10.
Community and Junior Colleges.
One Dupont Circle, N.W. :
washington, DC 20036

- 12,
American Association for
Vocational Inctructional
Materials
Enginecring Cenier
Athens, GA 30602 12,
American Institute for -
Research '

3

94302

1113
Palo Alto, CA

American Vocational

Association, Incorporated
1510 I Street
Washington, DC

13.
20005

5. yCalifornia Coordinating Unit

6.

7.

L]

8.

9 »

for Occupational Research
and Development
Sacramento, CA 95813

14.

California State Department
of Education

721 Capitol Mall
Sacramento, ChA 95813

15.

California State Unxversxty
Schocl of Professional
Studies _
Department of Industrial
Arts and Techrology

Froesno, CA 93740

16.

Canadian Vocational
Association

251 bank Stroet
Sidite 608 '
Ottawa, Ontario

17.

K2P 1X3

Coenter for Vocational 18.
Technical and Adult Bducation
University of Wisconsin-sStout
Menomomie, VI 54751

a7 187

100 North Riddle Street

Y

Central Technlcal Community
College

Hastings, NE 68901
Colorado State University
Department of Vocational
Education :

Fort Collins, CO 80523

Cornell Institute for Research
and Development in Occupational
Education

Department of Education

New York State College of
Agriculture and Life Sciences
Ithaca, NY 14850

Dade County Publlc Schools
Office of Vocational and
Adult Education

1450 Northeast Second Avenue
Miami, FL 33132

Delaware Technical and
Community College
Dover, DE 19901

East Central Curriculum
Management Center

Illinois Office 'of Education
100 N. First Street E-426
Springfield, IL 62777

Education Editor

Wadsworth Publishing Company,
Incorporated

10 Davis Drive

Belmont, CA 94002

Education Service Cen*er
Region VIII ’
Mt. Pleasant, TX 75455
Educational Technology
Publications, IRcCorDdorated
140 Sylvan Avenue

Englewood Cliffs, NJ 07632



19. ERTC Document Reproduction 27. Larimer County Vocational
" Services Technical Center '
. P.O. Box 190 Fort Collins, CO 80521
Arlington, VA 22210 i
28. Link Educational Laboratories

20. Fecaron Publishers, . Montgomery, AL 36104
Incorrorated :
6 Davis Drive 29. McCutchan Publishing.
Belmont, CA 94002 Corporation
. T 2526 Grove Street
21. Florida Department of . Berkeley, CA 94704
Education .
Tallahasee, FL 32302 30. McGraw-Eill Book Company
. 1221 Avenue of the Americas
22. Florida State University - New York, NY 10020
Vocational Education : : .
Department 31. McKnight and McKnight
Tallahasee, FL 32306 P.O. Box 2854
. Bloomington, IL 61701
23. Harper and Row Publishers, ; [ . .
Incorporated 32. Mid-America Vocational
10 East 53rd Street : Curriculum Consortium,
New York, NY 10022 ) Incorporated . '
1515 West Sixth Avenue
24. Holland College Stillwater, OK 74074
College Campus o ' )
Weymouth Street 33. Minnesota Instructional
Charlottetown, Prince Edward Materials Center
Island, Canada ClAa 421 3300 Century Boulevard
Intermediate School
25. Houghten Mifflin Company : District 916
. Regional Sales Offices: White Bear Lake, MN 55110
*Pennington-Hopewell Road 34. National Advisory Council
Hopewell, NJ 08525 on Education
: ) . Professions Development
*777 California Avenue 1111 20th Street, N.W.

Paloc Alto, CA 94304 Suite 308
. Washington, DC 20036
*uoo6 Miami Circle, N.E.

Atlanta, GA 30324 35. National Center for Research
.in Vocational Education ’
*6626 Oakbrook Boulevard 1960 Kenny Road -
T ) ‘ Dallas, TX 75233 ~ Columbus, OH 43210
- *1900 South Batavia Avenue 36. :National Education Association
Geneva, IL 60134 ’ NEA Order Department ’ '
- The Academic Building
26. Instructional Materials Saw Mill Road
Laboratory ' West Haven, CT- - 06516
The Ohio State University ' v

.1385 Neil Avenue, Room 112
e - Columbus, OH 43210

& - k
l . 58
: S I~




37.

39.

40.

41.

42.

43.

44.

45.

»

National Technical 46.

‘Information Service

springfield, VA 22151

New Jersey Vocational
Technical Curriculum
Laboratory

Rutgers University

47.
New Brunswick, NJ 08903 -

‘' New York State Education

Department

The Office of Occupational
Education

State University of New
York at Albany '
Albany, NY 12207

48.

Northern Illinois University
Department of Educational
Administration and Services
DeKalb, IL 60115

49.

Northwest Regional Educational
Laboratory

710 S.W. Second Avenue
Portland, OR 97204

50.

Ohio Agricultural Education
Curriculum Materials Service
The Ohio State University
2120 Fyffe Road, Room 254
Columbus, OH 43210 - -

- 51.

Oklahoma State Department of
Vocational and Technical
Education:

1515 west Sixth Avenue
Stillwater, OK 74074

; 52.

Order Department
American Association of
Colleges for Teach&r
Education _

One Dupont Circle

Suite 610 . :
washington, DC 20036 LY
Pennsylvania State Department
of Education

Bureau of Vocational Education

Harrisburg, % 17126

-——

53.
-Instructional

!

ReseardL and Curriculum

Unit for Vocational Technical
Education

College of Education
Drawer DX -
Mississippi State, MS 39762
State of Alabama

State Department of Education
Division of Vocational
Education and Community
Colleges

Montgomery, AL 36130

State Board of Vocational
and Technical Education

" 401 Illinois Building

17 Wwest Market Street
Indianapolis, IN 46204

Suburban Hennepin -County °
Area Vocational Technical
Centers

Minneapolis, MN 55401

Teacher Center
University of Houston
466 Farish Hall -
Houston, TX 77004

Temple Universit

- College of Education

Department of Vocational
Educatio
Philadelphia, PA 19122

Texas Education Agency
Division of Occupational
Research and Development
201 East Eleventh Street
Austin, TX 78701

The Center for Research and
Mate'rials
MD 20740

4

College Park,
University of Illinois
Department of Vocational
and Technical Education
College of Education
Urbana, IL 61801

v

I



/ 55. University Research Corporation
5530 Wisconsin Avenue, N.W.
Washington, DC 20015

56. U.S. Department of Labor
Manpower Administration
: Office of Research and
Deveélopment
601 D Street, N.W.
Washington, DC 20213

57. U.S. Government Printing Office
Division of Public Documents
Washington, DC 20402

58. Virginia Polytechnic Institute
and State Universit _
‘Division of Vocatiofal and
Technical Education
Blacksburg, VA 24061

59. Vocational Curriculum -
- Laboratory
Cedar Lakes Conference Center
Ripley, WV 25271

=3

60. Vocational Curriculum
Materials Service ,
1410 N.E. Se‘cond Avenue
Room 710
Miami, FL 33132

61. Wayne State University
a College of Education
Department of Vocational and
s Applied Arts g
Detroit, MI 48202

e\

60




APPENDIX C
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Master List of Categories and Performance Elements

' and °
‘ Competency Areas Identified as Relevant to
. Post-Secondary Ingtructors Through DACUM Workshop
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MASTER LIST OF CATEQQRIES AND PER’FORMANCE ELEMENTS®
. Program Planning Development, and Evoiumou N - -
& Orgenize a steering commitise to o\?m in the pm-.pl;i_nino a\ctlvmu of i community survey. )
2. Identify the geographical ares in which & community w@ will be conducted,
3 [ Obtan administrative adprovel tor conducting cpﬁmuﬂniw survey. ‘ “
.74./_ Solicit sesistance of the voéotion;l education personnel rom the state department and/or university jn thim
! 8 community survey. * .
S..; Adapt existing community survey materials 10 local needs. -
€.  Conwit the chamber of cornmaerce to identify arss empioyers to be contacted in a com:;t?nitv urvey.
7. Consult the iocal olfice of the U.S. Employmaent Service to obtain information on manpowsr trends and needs.
" 8.  Persuade labor nprmﬂmim 1o participate in 8 community survey. ' .7
». Invoive the steering committes in conducting & comMunity survey. ‘:‘I .
10.  Recruit teachers snd omd.n;:o personnel 10 participais in conducting s comenitv urvey.
1. §stoblith communication with -hbloyir represengiitives who;will be involved in & community survey.
e 12.  Devise e pian of activitias for the survuy‘mff to follow in conducting e community survey.
13.  Publicize the purposes and objectives of o community survey, ‘ R
14 Orient the srvey staff to their duties and responsibilities in collecting accupstions! data.
15.  Direct students in the collection of daia for a community survey.
16.  Collect occupo:i.oml data from empioyers 10 identify vocational u_:ucation needs,
17.  Collect student occupational interast data to identity vocational education nood:
18. Recommend a vocnuon,.al education prugram based on the findings of a community survey.
19.  *Disseminate the fmdu‘gs of @ community survey.
20. tusntity the roie and function of the advisory committes.
21.  Establish the criteria for selection of the advisory co  mittes members.
22, Obum':chool bt;ard authorizstion for organizing the advisory committes.
23.  Obtan administrative agproval of the selected advisory comimittes members.

‘Taken trom Model Curricula for Vocational and Tec:!.nical Teacher Education: Report No. V, Ganeral Objectives Set 1/
Research and Development Series No. 78 by Calvin J. Cotrell; Shirley A. Chass; and Marilyn J. Moiner. Columbus, Ohio: The
Ohio State University, The Canter for Vocational Education, 1872,

[
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M. Publicize to the «chool and community the sstablishment of the advisory committee, its members, and its function.

25.  Orient the advisory commities members 10 their role and function. ) ‘

S "MWw&mm“*@_-_._-..____':;._.._._.. —

27.  Communicate the dute, place, snd sgenda for the sdvisory commities mentings 10 dl_m concermed. .

et o ot bt v et

l"

_28. Invite rasource persons who cen provide coneultation service 10 atsend the advisory committes meetings.
20.  Serve as the liaison for the advisory committes and the school m;nhtratlon.
30.  Amist in the identification of the school’s vocationsl education Purposes and goels.
31.  Detarmine the occupations for which training is to be offersd in the vace donel education program.
° 32. _ Conault the sdisory committes in pianning sn snalysis of an occupation. _ )
33.  Anglyze occupetions with tpo swistance of employers and lsbor representatives.
34. Identity the competencies nesded for entry into an occupation.
35.  Describe the accupationsl standards of performance for each task in an occupation.
38.  Aassist in writing general obiectives fo.r_ tha vocational educsation lp,voonm offerings.
37. Develop vocational-educstion om'vln._n by clustering and sequencing ;dnnd tasks.

38.  Identify tha knowiedge and ott.tudu required for the porformam of each task included in a vocational education
offering.

39.  Write student performancs objoctllvu for the vocationsl education offering. . ‘
40.  Consult tha advisory committes in develaping a long-range program plan for vpcations! education,

41.  Analyza long-rangs needs for tha offerings of tha vocations! education pvoﬁnm.

42.  Spacify the long-range facility, squipment, and supply-needs for the vocational education program. .
43. _Aum in the preparation of a long-rangs budgst for tha vocations! educstion proor;m.

44.  Identify tha long-range needs for smploying faculty for tha vocational education program.

45.  Assist in preparing the long-range program plan for vocational gducation.

48.  Analyza continusl follow-up information on tha placement, smployment, and training status of each gnd\ma of tha
vocations! education proaren,

47.  Obtain follow-up date from smployars of graduates of the vocational education program.
48.  Oetermine tha ressons students leave the vacational sducation progeam,

49.  Review supervis.’y evaluation reports for assessing the vocational education program.
50.  Assess the relevancy of the vocational education offerings.

51. Oissermninate a8 summary of the vocational sducstion program svalustion to administrators }dvisocy commitres
members, snd members of the board of education. . -

)
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n. Manning of Instruction
82.  Review gonersl objectivis for the vocationsl education offerings. y

v e 50, Review studant pertormance-objectives develepes fer-the vessuionsl eduestion-of ferings: — —

-
R )

— e

54, M|Mlmmm'immndMulnMwaMMmm.

Don'vmim student nesds and iuterests.

Invoive the students in planning s unit.

67.  Select student performence objectives for 8 unit.

8

Write content outline fora unit.

Correlate unit content with on-lho-lob and/or iaboratory experiences.
60 Dutermine for 8 unit ooup and indivickialearming experiences based on individual differences of students,
61.  Select methods of eveluating student performance throughout a unit. |
62. identify the mu;oat performance oblct.ivu for s lesson. »
) 63.  Select teuching techniques for s lesson. "
64. Plan t'ho lnumtlop"ol a losspn.
G5.  Plen the content of a lemon. _ ' -
68.  Plan the summary of a lesson.
67.  Plen student leerning ox‘«hmu for s issson.
68.  Select methods of evalusting students’ attainment of specific student performance objectives,
6. ‘ Writs a lesson plan, “
70.  Obtain textbook, reference, and other instructional materials.
71.  Select tools nndlo; squipmen: for a leseon.
72. Assembie consumable supplies for instructionsl purposes.
73.  Develop original instructional materials such s individustized related asignment sheets, transparencies, and charts,
74.  Involve students in the preparation of instructional materisis.
76,  Obisin programmed instructionsl materisis.
76.  Prepars instructional materials with 8 spirit dublicator.

77.  Prepars instructional materials with 8 stencil duplicator.

78.  Prepars instructional materisis (hard copy and transperency) with a photocopier.

1.  Execution of Instruction

' 79. Conduct field vips.

80.  Dirvct students in gatharing information from sources in the community.

lag
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81.  Conduet symposiums,

o 82. ‘Conduct brainetorming sessions. ° . L : et

&3. . Dirvect student pressntations.

[ e e e e et et e e e e e e oo s ot

84.  Direct ssudents in instructing other students, » . . %

85. Direct simuletion sechniques.

L » Concuct group wupervised study. "
) 87. Dtr"et student lsboratory experience. b ‘ :
88.  Direct students in applying prouﬂ:m-odwna techniques. o ; ?
80. Present information through caee stuay prohlems. | *

90. Presant information by the project method.
-9, - Dir.nl student study of uxthq_olu. bulletine, and‘inmohlm ‘ '

92.  Direct student study of information and sesignment sheets.

Direct students in preparing hbomol_v work or job plans.

Guide student progress through the use of operetion snd/or job sheets.
.96,  Lead group discussions.

98. Conductpanel discussions. .

. 97. Conduct buzz groups. ‘ . *
98. Employ the question box technique. '
& 2,
98. Employ role-playing techniques. “ -
IS )

e - 100.  Introduce  lesson.
101.  Obtain summary for a lesson.
- 102. Employ oral questioning techniques.
103. Acknowledge student verbal and nonverbal cues.
104.  Enrich instruction to chdl;m the abilities of the more capable student.
106,  Reinforce isarning. « f
108. Provide remedial work for stow learners.
107. Employ rewesrd techniques,
108.  Establish frames of reference to ensbie the students t0 understand a situation from seversl points of view.
108.  Apply nonverbel techniques. ‘ l

110. Demonstrete a manipulative skill.

111, Present a concent or principle through a demonstration. \
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14,
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Give a inm: ; :

. ¢ '
Give an itlustrated wik, !

4

Present information with snalogles. T
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18,
118.
",
118.

TS

120,

mn,

122.-.
yl

2,
124,
1285,
126.
.
128.
129,
130,
131,
132,
133,
134,
135,
138
137,

138.

Prosent information by use of ammgm instruction.
Present information throush tsam teaching, .

Give an assignment. L ’
Prewsnt information with the assistance of s resousce person.
Prosent information with bulletin boards, .
ltvmt information with exhibits. . v
Ylustrate with madsis end resl objects.

Present information with an overhesd projector.

Present information Mf\ 80 0paquUe projector.

Present information with filmstrips, '

Pressnt information with slides. i

Present information with sound motion pictures.
Pmom.lnfamtlon with single concept films.

Present information with an sudio recorder.

Pmc‘m information with a video recorder or closed circuit television,
Present information with a tele-lectura,

Present information with a record player.

Present information with educationsl television.

Direct teaching-machine programmed instruction.

Preson'. information by computer-assisted instruction.

Direct written proﬁ'ommod instruction,

 Present information with the sid of a flannel boerd,

Present information with tha aid of a flip chart.

Present information with tha aid of a chalkboerd.

. - Eveluation of instruction

139. Establish criteria for student performanca.

..

140, Formylata a system of grading consistent with school policy.

. .
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142,

Appraies students’ products according to occupationsl performance Standards. o N

Appraies students’ pesformance in relation to stucdent performance objectives. b

143, Evaluan individualized sesignments completed under directed study. R . —

144.  Dovies seil-evalustion techniques for we by students,
148. _Anm. for students to eveluaty M OWn Progress. & ‘
148.  Engage in cooperative evelustion of achievement with students. '
' 147 Determine students’ gracies besed on relsted instruction and Isboratory or on-céjob experience.
148.  Interpret students’ eveluation of instruction, " .
149.  Formulate essey test mm;. .
160. Formulate true-faise test items.
189, Fomwla}o complstion test items. ..
152. Formulate mcm'ng st items,
183, Formulate multipiechoics tast items. ’ o
164, Davise Isboretory performance tests,
155. . Devise lsboratory performance rating sheets; - .
1568. Formulete test items for an oral test.
167.  Administer teacher-made tests, . .
1 93 Devise case study problems, '
l' 89. Analyze tests for validity.
160. Analyze tests for rdtob“i&.
lall . Review student progress and/or achigvement records to assess effectiveness of instn tion.
182. involve students in formulating the procedures for their participetion in the evaluation of instruction.
163.  Obtain information from fellow teachers and supervisory personnel regarding the quality of one’s instruction,
1€4.  Sesk opportunities for self-evaluation of instruction. I' o
. E /
Management
165. Compile a list of supplies needed for the academic year.
166. Identify new tools and/or equipment needed for the scademic year.
187. Recommend nhm\:o books and periodicals related to vocationsl education that should be added to the library,
188. _ Prepare a capital outlay budget propossi for new equipment.
169. Plan an operating budget proposal for consumable supplies, services, and instructional materisls.
170. Prepare a budget for sstimating travel expenses incurred in vocational activities.

1y
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m, NmpfﬁnuwmmmmhnmuowmuNMMu-
172.  Prepere purchase requests for approved vosational mﬁu'mlmlmu
173 Mamnmmwmmumm bt

< 174, m:utuuwuwbmm:mnmmmmmmm
policy. .

176. “Davies & svstem for determining ancl collecting student fess for consumable supplies.
176:  Structure a filing syswem for “ecords and repert formes. -

177. Supply the deta for vocationsl reports required by the state depariment of educstion. .

A}

R 178. Devies a filing system for instructional massriels. N
178. Devim a wm.for maintaining accupationsl opportunity information for uss by vocationsl students. : *
CTN 180, Rn;d voutk;nd stuident atsendance according 10 school policy. ‘
ITYE Record vocationsl students' grades according to school policy. ’ | : °
182 Assemble individual student files documenting persons! cheracteristics, attitudes, and grades.
183.  Provide spproved sefety apparsl snd devices for vocstionsi students asigned to hazardous equipment.
W 184. Estabiish a procedure for attending to the first aid nesds of voeational nndum.‘
186.  Meintsin a record of sefety instruction presented in compliance with sefety lews snd regulations. _ -
188. . Uphoid school atanderds of expected s:udo:n behavior. ) . T
187.  Formulate with students acceptable standerds of behavior in vocationsl classrooms and laboratories:
188. Uphoid acceptabile stendards of student behavior in vocational classrooms snd hbomoviu
189. Carry out spproved disciplinary neuoa when werrantad.

190.  Encourage students to exarcise seif-discipiine,

L]

191, Control cutbursts of fighting and aggressive behavior.

1 ?2 Maintain an inventory of vocziional tools, supplies, and oquipment.

193. Establish & system for repairing snd servicing tools and squipmant in tha laboratory.

184. Arrangs for the storage and n;curlw of supplies and equipment.

196. Impiement student check-out procedures for tools, suppliss, and equipment used in the lsboratory.
198. . Direct students in a system for clsaning and maintaining the lsboratory. T h :
197.  Schedula lsboratory equipmaent.for maximum utilization by students.

198. Arrangs layout of tha vocational Isboratory to simujate the occupationsl environment.

196. Arrangs laboratory work srees and storage space to lasglmn student work porformoneo

v 200. Control heat, light, snd ventilation in vocationsl lsboratories and classrooms,

201, Establish & policy for use of the physical facilities snd equipment by other school personnel end outside groups.

9
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VI. Guidsnce
. , %02. Oswrmine students’ background end snvironmen.
20.° Mnhm nﬂcwmmr disgnostic wets. - ' ) :

2.
208,
208,

207.

* 20,
211,
212,
213,
214,
218,
218,
217,
218,

219,

2.

X

3

8

8

227.
228

) Andyu mdmn cumulative m ’ ’

Maintain snecdotal records. / & 2
Determine relationships among students through the sociogram or other sociometric uehnlqu-
Review students’ autabiographies for information 10 sid in undomnndin. the students,

Alnmbh information for cass study reports.

Communicate with prospective and continuing students during the summer. )
Maintain an open door pouqv for m'dnm-commﬂm.

Encourage students to aucu-a carser mpirations. '

Demonstraw a ?...."agu and an interest in nu;nm a8 individuals,

Develcp constructive working relationships smong students.

Demonstrats personal concern for the !mdoht and his family.

Conduct hame visits. \ 2

Recognize pouni&ﬁ_pvoblomn_of students. ™ ' >
Conduct a confersnce with 8 student. ¢ , \

Conduct group conferances.

Confer with 1ne student and his parents regerding his scucational deveiopment.
Interpret occupational 1ests and inventories 10 students. '
Asaist students in developing good study habits. : | A P
Establish communication patterns for exchanging infarmation and for cooperating with the guidance staff.

Supply Quidsnce staff with perf;rmmé’o data sbout students. .

Refer students to guidancs stafi and other specialists.

Assist students with their problems by working cooperetively with outside sgoncies such as health ang weifare services.

Work with other teachars 10 help ttudents with individual concerns.

' Refer students to qualified resourca persons for occupational and educutionsl information.

Arrange with professional staff for administration and interpretation of personality, aptituds, snd inteliigence tests
for specific stude:ts,

~

. 229, Arrange for the locel office of the US. Employment Service to administer snd interprat the Geners! Aptitude Test
Battery,

230. Present information to students on occupations! opportunities.

I,z”
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a2,

Present Mlmtihn to -mnmmumwmmm at mmmmwm : ¢
Assist students i ammmmuuzmmumwm , o . '
m-mdmmm

m:mmmaaummmhmmmpomumows ' : f
Assist students in securing and completing applications for jobs, scholarships, educationnl loens, or college W

VIl. School-Community Relations - ;. )

7.

738,

09,
0.
M.

2
42,

M7,

48,

249,

251,

g ¥ 2

" Plan the schoolcommunity relstions activities for the mtloml sducstion program,

Assist in thé development of policies regerding c%hool-cunmumv relstions,

L

Procure tisarence from tho school administration to conduct.nhoolcmunnv relations actlvmu related to the
vocational education program. ' *

Express a philosophy consistent with that of tha vocational faculty. o
Speak to school and commurity groups sbout the vocationsl education prooum

. . LY . \
Provide brachures to inform the school and community sbout the vocation program. : . \.\ -

Provide diqlavo in the schood md'cmumty sbout the vocr.consl education proﬁrom : '

Pregers news releases and menuscripts on activities of m vocationsl education Program for newspapers and other o
periodicels.

ﬂ -
Prasent activities of the vocationsl education program on television, : - o~ .

Present activities of the vocstional education program on radio. T~
Oirect student pressntitions describing activities of the vocationst education program.

Conduct an open house to fanilisriza members of the school and community with activities of the vocations!
education program.

Sponeor student-parent activities frr the vocational educaticn program.
L4 1

Asnsist with specisl community loc}d events.

Assist with community business md industry. sponsored actlvmes -

. Serve in professional nonvacationasl orgmmtiom 10 improve the image of the vocational education program,

Serwe in 8 community civic, servica, or socisl organization to improve ths lmm of the vocational education pmo:nm.
Prowide consuitant services to iaca! business snd industry. ' - ’
Maintain lisison with union officials and empioyaers. ' o

Mainwin liaison with employment agencies. .

Maintain lisison with community professional, service, ".lt."\d, social, and religious organizations,

Maintain good relations with other schools.

Meintein liaison with state department personned. N

—— e
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269. Obtain informal fesdbatk on the maﬂonll mutlonpvoonm mm.n contacts with individuals in the school and
community. _ (

L]

280, « Wcmmmmummemummmmm

4

\
L mmwmtumw Mmm
82. Obuin lafmtlon from parants nhdw 10 thelir ommm of the vocational education Program

283. Consulit the mm conmmittes to obuln infmtlon coneomlno their expectations of the vocationsl oduatlon
rro'nm

84, Acqum information from munbon of the cmnitv m strusture (e.g., politicsl, ncld and economic prewre
groups) ro.tdn,lhdr expectations of the vocational Mﬂou program.

. N

2885, Study cmmmw voting reduits on finencisl issues amcunn tho vocagot_ld education woonm\o determine ¢ nity l

mpport, - , -
L]

288, Study in-school election results (student councll. cloass officers) wdommlno the image of the vocational Students ln

. the sshool. ) 3

287. Meintain working mumb.’hm the school administrgtion and faculty. , !
> s
268. Auist in planning the goals of the total school program.

.
. . - . ¢ ]

. : p
- 29, “Maintain working relationships with the school supporting staff through cooperation and mutual effort.

Vil sm_._g:"wuum Orgenization  ~ ' -

270, Obuwin spprovel from the school administration for sstatdizshing the student vBeational omnlmlon
271. Contact mu department personnel regarding tho steps tc: be }ollmd in mlzim a stucdent voenﬁoml orgenization.

272, Acquaint prospective members and their parents with the durposes, activities, ond  values of the student vocstionsi
orgenization.

. Ormnlu a student committes t0 80sess student interest in jcining a student vocational orgenization.
'

274, i Assist,in the development of a constitution and bylaws for the student vocational organization,

275. Conduct an dvﬂnlinlond meeting for 8 student vocstional orgenization.

270? Oirect initiation activities of the student vocational o‘"bluuon. ’ -
277, Orient students to the student vocstions! organization, v
278.  Assist in the election nn:d installation of officers of the student vocational orgenization.
279. Conduct a lesdership training session for the officers of the student vocational orgenization. -
280. Obtain the.assistance Of state department personnel in :_mlnM of the stu;hm vocational amiuu;m.
281. - Assist students in developing & yeerly program of work fﬁ: atudom\'outloﬁd orgenization,

282. | Amist ‘Students in odv-nci;ng within the available degrees in the studgnt vocationa! orgenization.

283. Supervise social and educationgl activities for tho studest vocationa grgenization. ~
284.. “involve slected chapter parents in the activities of the student vocationsl organization.

. 288, Assist students with publicizing the student vacationsl organizational activities.

2;)1
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8. Ascet endents with e financiel mm'zécm.w:muw orgenization, .
7, MutmNMmdumlnmmm-cmmu!athwummﬂm . e
200. mw.m.otmmumwmmmzmmwm. I VO
200 mmmmmmmmmmusmtmmmmm | : T 2
m. MNMtdaanMGamthmﬁwm ' . .
291. emnmmammuonuumtm ' . : ' ar v v,

Id

202. Aftiliste lh. student vocationsl amm um the state and national mm omnlmlom.

L4

203. Anm&nmprmuonouuuondmmmtordnmchmmﬁlmlmiudon )

’

204, Provldo advico for student extries in sta k‘. and natirnal student voutlonal ommmtion conteses., * *

205, Send mdoot representatives wdimht. state. mlonal and nationasl mdom vocational organization aetivma

208. Assist in the dovdmt of rules and procedures for conducting dhum, state, regional, snd nationsl smdpht mﬂoml . °
organization contests. . . ) . . _ *

s, .

297. Servessan advisor or judge for dimict. state, ngioml of national student vaZiiio ionst orgenization eomuu
?°
290. hnicipato ln district, mn. regionsl, and national activities of the s t vocationdl ormlutlon

* A ‘

Profemional Role and Development .- B T B ) '

200. Identify current trends of thoutuching prdfession. . ' ‘ . '

300. Promote the attsinment of the gosle of the teaching proféssion. ' . !
301. Express a parsonal prc_:muoml philosophy consistent gdth }Qa goals of the tesching profession.

302. Express a personal professional philosaphy consistent with the goals of vccati.oml oduutl;'m. |

303. Maintsin the sthical standacds expected of & professional educator.

30’. Exchange obesrvationsl visits, znnovmoqs. and ideas with others in the profession.
305, Support professional orgsnizations through membership and sttendance at mestings.

308. Serve prolmioml orgenizations & an officer and/or chaigman or member of a committes. !

307. Rapresent m teaching.profession as a commities mcmbor ulmu,' or proor&u participant at mestings and sctivities
- of other relsted professions. .

¥

308. Particioaté in exparimentsl snd other deta collecting remarch activives. « s
308.  Write an srticie or book for publication which %ontributes 10 the literature of the profession, . *
310.  Assist in orienting teachers who are new to the school system, . ' ’

311, Work with a teom lrcm the school andlor commumlv on pénfmm school activities, . . . b T
312, Serve commumty needs by _contributing professionsl expertise to commumtv activities.

313. Consult supervisory .nd administrative evalustions to determine sttitudes of others towerd one’s personasl snd 4
protessional shilities and limitations, .

du2
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4,
a1s.

31e.

i

ats.

319,

32. -
3zt
322,
an.
an.
3.
az.
a2,
3z, .
3z,
aso,

-
.

Coordination

331,

332

333,
334,
33s.
33e.
337.
338
338.

340.

. ’ ~. . . . ) -
. . ( " " .
Uss & self-snalysis form 40 mumo personal and professions! sbilitles snd limitations. - ) '

Salact the waching poomon M isin kwln. with m and professinal aulmuand limitations.
Mnumin professional conmmlon through mollm in ndmo. oxwnsion, and ln-cmm educstion programs. o

Expand sducations! hac}nground and leadership potentiel by mmm advenc»2 u.'... - e e e

¢ v

Keep up-todae mvoum reading pvon.loml Hiterature. ' - o

l

Acquire new occupagm skills nd informiation nesded to keesp m with technbiogical adm: in vumloml
education. . . -

Updete professions! personnel file regularly. - '

X _ ) s .
Participate in noninstructional school sctivities (cafeteria supervision, homeroom, bus duty, chaperoning, etc.).
Assist with ndnvocational student orgenization sctivities. . - -

Previde opportunities for potentiai teachers 10 obeerve and participats in the public school program.

-~ b )

tmupm the policies and regulations of the' locel school district to the student teecher. L
Plan activities for the student ‘teacher which draw upoo and omk{h college courve work, , '

Assign responsibilities commensurate with the student tescher’s background ot knowledge and axperience.

o

Demonstrate instructional techniques for student teachers. ' s

Cansuit reguiarly with the student taacher regerding planning, implementing, and evaluating teaching.
4 a

Confer regularly with tiie student tescher. /J*

A

Confer with the collm supérvisor and the nudom teacher regarding plans for and evsluation of the total stuglent
luchmg experience. .

Establish criteria for selection of student-isarners. . . *
* 4

Provide prospective stucwnt-learners with resource mnwiln on occupational opportunities to nld them in selecting *
a vocation, .

Administer accupational tests relative to student-dezrner sslection and placement. ' e ] ’ \

¥ 1
Gather student-learner selection data. .- . .

’

Interview students and parants to obtain student-earner interest and sptitude information. . o
identify a pﬁnpoctivé student-learner on the besis of selection criteria and dats. ] - :

Match a stud.nt-l'oorm" unique characteristics Mtﬁ an abpvcpvhu training station. ! :

Nooomu 3n-tho-job mlni’ng hours and weges for student-{earners.

Establish criteria for 'Qv.lullioo' the tv;inlng station potentisl of 8 business or industry, .

identify prospective cooperating smployers to provide on-the-job training stations.

Establish criteria 10 evaluate qualifications of prospective on-the-job instructors.

3
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342.
343
M4,

Me.
M7.
8.

M9,
350,

asi.
362
383,
354,
3886,
358,
357,
358.
359,
380.:
381,

368.

387.

368,

89.

370.

n.

372

v ’ -

Assess training cnau;lty‘o! the on-the-job instructorut the prospective training station. K
Assons educationsl sdequacy of the pfo.ocuvc training station’s tucitities and ml. ~ . ; . .
Assous sefety provisions of dn hclmhuad mmt of the N‘omm mlnln:muon. ' ' . | IR
.. Mm.-\wmammmmm muwmmn
Arrange with 8 union 10 make contract provisions for mdom’-lun_un. ' '

r.,

Develop & training agreement bitween student-deerner. perent, school, snd cooperating smployer, ° ,‘ .

Amn.i uhool and work schedules with student-earners and lchool ond employing pononnd. . . , ' A
Osvelop s tvmnmic training plnn with the coopmung mplo\m and/or the on-tho-job inmuotor. . i |
Aid studom-lwm in procuring work permits. | - J . . v '0" _ .
Aum tha cooperating Omplw.f IQ obtaining information concerning federal and state wege md hour classifications. o e

[ <>
r

Astiet tHa cooperating smployer in u:quiglm a federal permit to Pay a training wage. - . .
* Assist the cooperating enployer in vomying iho logality of smploying a studentdsarner in 8 hazardous oedugltion. ¢
Cstablish the cooperating om'aloyor‘u Qualifications for reimbursement for tréining a student-leerner,

Obtain ruimbursement for the cooperating employer providing on-thé-job training.

¥

Obtain reimbursement for the student-earner for mmblo‘uning costs such as clothing snd_ tools
Prepare the student-learner for sn interview with the cooperating cmplovor and tulnina mtion pmonnol.

Assist the student-lesrner in on-the-job training ociomuon ' - .. . . ot

Assist the cooperating employer's personnel in aecoptma the tuintng mtus aild role of the student-feerner,

M-inmn nooq_wuklng ulniomhim with training station personnel. . ) ' ¢

Develop s pmcoduu 10 s3ure student’s safety nnd protection in the training muon

Develop & platyfor supervisidn of on-the-job training. , ’ ; C

inform the mmmuuon of the coordination itinerary. . -

- k4

Assess the on-tho-gob oxperience dd{-y reports with the studentasrner tu plan lutuu imtmcnon .

Encourage the on-tho-lob nmuuctor to follow tf mmng plm i providing experiences for the studom-lumcr

Mainnin thcrs,wdom-lumcf s progreds reports for on-the-job training md, related imtroction. .
Enminmﬁc student-learner’s pmomi feports 10 determine futuu on-the-job training oxpmancu and nmod imrrucuon
Maintain a record of individual work houu. woou and work experiences of on- tho-job training.

Assist the studom-loumr in the solution of problems related 10 on-the- 1ob training,
. * Lad

Control student-isarner absentesism from school and on-the-job training. o
B AN

Control the trensfer of stubom-lumou within the cooperative vocatignal educastion program and .to other school programs.
Conduct tovmimﬂon procedures for on-the-job training for the studentdearner when conditions demand it.
"

-

¢
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%]

.
374,
are.
.
an.
3n.

3.

381,

~ 382,

Sponeor on empioyeremployes sppraciation event. hn \ T
Eveluate the smt-hu;u's work qualities and habits on the job.,

Eveluate the student-learnar’s personel traits snd characteristics on the job.

Check the student desrner’s progres in scauiring skills on the job. .5

Check the studentdesrner’s progress with the on-the-job instructor and other treining station pecsonnel,

Asess the student-lesrner’s porformence with the sssistance of the on-the-job instructor. )
ommomm fr0m the on-the-iob inetruetor 10 guids the sulection of lesions for risted instruction,

Eveiuate the quality of the on-the-job training received by the studenteerner.. AN
Provide s workshop 10 aesist on-the-job inetructors in techniques for teaching studentiserners. _' | .
Assist the on-the-job instructor with d'elmt of teaching tachniques during supervisory visits to the training station.

. Koy
Update related instruction for student-learners on  the basls of information on technology obtained from cooperating
emnployers. )

Obztein information from the advisory committes on ;vavs to improve related instruction and on-the-job training.

*
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. : COHPETENCY}AREAS IDENTIFIED AS RELEVANT TO
POST-SECONDARY- INSTRUCTORS THROUGH DACUM WORKSHOP

A modified DACUM workshop was conducted on September
15-16, 1977 with members of the Advisory/Planning Committee for
the Post-Secondary Personnel Development Projsct serving as
DACUM committee members. Forty-seven (47) different competency
"areas" were identified as relevant to the priority training
needs of post-secondary occupational instructors. It should be
noted that project time and financial constraints precluded
any type of competency verification being conducted. With this

. limitation in mind, the following "areas" of competency are
presented for the consideration of persons concerned with
planning CBSD' programs.

Competency Areas

l. Eliminate set sex bias and stereotyping.
2. Develop eipgrtise in competency-based methodology.

3. Develop empa£h§ for students with cultural and language
difference. ;

4. Manage and coordinate multi—ievel educational activities.
5. Manage classroom and laboratorf learning activities.
6. Develop skill in the basic techniques of instruction.

7. Make effective use of industry/business community
‘resources. .

8. Evaluate student performance. -

9. Demonstrate knowledge of the mission of post-secondary
occupational education.

10. Organize and utilize occupational advisory committees.

ll. Use effective approaches to planning and needs assessment.
12.° Conduct task analysis for curriculum development.

13. Conduct placement and follow-up of students.

14. Assess program effectiveness.'

15. Assist with student counseling, admissions, and advising.

LA



16.
17.

18.
19.

20.
21.
22.
23.
24.

'25.-'

26.

27.
28.
29.
30.
31.

- 32.

33.
34.
35.

36.

37 ..

38.

39.

.. ~<

Determine studeot needs.

Develop a3 personal plan for teohnical and professional
development.

Develop individuazlized learning packages.

Demonstrate an appreciaiion and belief in human worth and
and dignity. ' . *

Evaluate students' prior experiences for credit.
Evaluate prograﬁ outcomes. : ‘

Develop cooperative education,programs.

Make effective use of group process skills;

Demonstrate knowledge of school management pollcies and
procedures.

Show empathy for employer concerns.

Demonstrate an awareness of polltlcal and governmental
affalrs.

Develop interpersonal skills.

Create positive work attitudes and habits in students.
Participate in student organizations.

Use curriculum theory and development procedures.
Develop an awareness of developing technocracies.

Use DACUM techniques for identifying prqogram competencies.
Interpret and use student demographic data. .

Interpret and use labor market supply and demand data.
Make effective use of learning theories.

Analyze demographic data for instructional implicationas.
Develop positive attitudes toward work.

Interpret and use labor market needs data.

Use techniques for understanding and eliciting student
values, beliefs, and goals.

Zt/?



40.

41.

42.
43.

44.
45.

46.

47.

.Demonstrate knowledge of the relationship of the

individual to the larger organization.

Develop mechanisms to improve collegiality and
cooperation. . _ .

Develop appzopriate intétdiééiplinary relationships.

Make approprxate use of evaluation technigues and
outcomes.

Assist in program plarning and development activities.

Participate in planning and conducting experimental
programs. -

Use industry data for program planning and evaluation
purposes.

Acquire and evaluate instructional materials.

~
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